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Research indicates the importance of studying organizational justice and its
impact. Further, research has indicated a relationship between perceptions of
organizational justice and pay increase decisions. However, the present research is the
first to incorporate the Family and Medical Leave Act (FMLA) leave into the equation. In
short, this research addressed whether an employee's absence for FMLA-covered reasons
impacts the perceived justice of subsequent pay increases for that employee. Specifically,
it was hypothesized that the employee's length of absence, tenure, performance, and/or
pay increase would impact justice perceptions. Participants evaluated vignettes
manipulating these factors, then rated the fairness of pay increase decisions.
Results revealed that the employee's performance interacted with the amount of
pay increase to account for the largest amount of variance injustice perceptions.
However, a main effect for pay increase, an interaction between performance and the
length of the employee's leave, and an interaction between performance, tenure, the
length of the employee's leave, and the pay increase decision were observed. Finally,
among employees who received a full pay increase, performance was the strongest
predictor of justice perceptions.

IV

Pay Increases Subsequent to FMLA Leave: The Role of Organizational Justice
Organizational justice research addresses a number of issues relevant to
industrial/organizational psychologists. The workplace factors that lead to perceptions of
organizational justice and, perhaps more importantly, the potential impact of such
perceptions on an organization are vast. Of interest to the present research is the
relationship between organizational justice and pay increases, particularly when the pay
increase decisions follow Family and Medical Leave Act (FMLA) leave. First, 1
introduce some of the details of organizational justice, then discuss common issues
regarding pay satisfaction and pay raises, and then combine the topics by presenting
research findings concerning the perceived fairness of pay raises and subsequent
satisfaction with pay raise decisions. Finally, I introduce the FMLA and establish the
need for the present research.
Organizational

Justice

Organizational justice is a subjective construct involving employee perceptions of
the fairness of a work related issue. These perceptions traditionally relate to the
distribution of some outcome and/or the methods used in determining how the outcomes
are distributed (Colquitt, Conlon, Wesson, Porter, & Ng, 2001). Other issues affecting
organizational justice involve the interpersonal treatment of employees while decisions
are being made and outcomes are being distributed. However, Colquitt et al. noted in
their meta-analysis of organizational justice literature that the interpersonal treatment
aspect of justice can be combined with the aspect involving the methods used decide the
distribution of outcomes for some research purposes.
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According to Equity Theory (Adams, 1965), the perceived fairness of an outcome
results from an individual's comparison of his or her contributions and outcomes to the
contributions and outcomes of a comparison other. If the ratios of contributions to
outcomes are deemed equitable, theoretically, the individual would perceive an equitable
situation or justice. This concept, known as distributive justice, dominated the
organizational justice literature until the mid 1970s and remains a central research topic
(Colquitt et al., 2001).
Supplemental to distributive justice is the notion of procedural justice, the
perceived fairness of the procedures used to determine the distribution of outcomes.
Research identified six criteria necessary for procedural justice to exist. In short,
procedures must be consistent, bias free, accurate, correctable, ethical/moral, and
representative of various relevant groups (Leventhal, 1980). Although alternative
definitions and operationalizations of procedural justice have been proposed, Colquitt et
al.'s (2001) meta-analysis suggested that Leventhal's six criteria have the most impact on
variance within procedural fairness perceptions. After controlling for distributive justice,
Leventhal's criteria were the only operationalization of procedural justice that retained
explanatory power.
While distributive and procedural justice have been the dominant facets of
organizational justice since they were proposed, more recent research has focused on
interactional justice, or the interpersonal treatment of employees (Bies & Moag, 1986).
Further, Colquitt et al. (2001) divided the notion of interactional justice into two
subcomponents: interpersonal and informational justice. First, interpersonal justice refers
to the general consideration employees are given, and the dignity and respect with which
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they are treated. Second, informational justice involves the explanations given to
employees about procedures that were used and about outcome distributions.
Although the four factors that combine to make up organizational justice as a
whole are theoretically distinct, researchers have debated the independence of the
constructs in real world applications. For example, Colquitt et al. (2001) questioned
whether or not the procedure used to decide an outcome could ever be perceived to be
fair if the outcome itself is perceived to be unfair? In their meta-analysis of research
related to this question, Colquitt et al. reported that the correlations between the various
justice components tend to be strong, but none of them strong enough to indicate that
they are simply different names for a single construct. Rather, the authors advocated the
stance that organizational justice is simply a broad construct containing very distinct
components, and that even interpersonal justice and informational justice, which are
commonly clumped together as interactional justice, should be viewed separately.
In two studies addressing the dimensionality of organizational justice, Colquitt
(2001) reached a similar conclusion. Using factor analyses to determine the best fitting
model of organizational justice for a series of different organizational outcomes, Colquitt
compared the fit of a one-factor model, a two-factor model (distributive and procedural
justice, with procedural justice accounting for interpersonal and informational justice), a
three-factor model (distributive, procedural, and interactional justice), and a four-factor
model (distributive, procedural, interpersonal, and informational justice). Ultimately,
Colquitt found that the four-factor model fit best, indicating that the four constructs
interact differently with different outcomes and that combining the constructs could
obscure their unique effects.
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In a study focusing on the effects of distributive and procedural justice, McFarlin
and Sweeney (1992) found support for the notion that the different conceptualizations of
justice interact differently with organizational outcomes. Although each type of justice
significantly predicted each outcome variable measured, the researchers found that
procedural justice tended to be a stronger predictor of institutional outcomes such as
organizational commitment and trust, while distributive justice tended to be a stronger
predictor of personal outcomes such as pay satisfaction. Subsequent research found
general support for this two-factor model but noted that it does not apply to behavioral
outcomes such as organizational citizenship and withdrawal behaviors (Colquitt et al.,
2001).
Colquitt et al. (2001) also noted the positive effects perceptions of organizational
justice can have on different organizational outcomes. For example, justice perceptions
have been found to be related to organizational commitment, job satisfaction,
performance, etc., each of which can, in turn, generate additional positive outcomes for
the organization. After establishing that organizational justice is actually comprised of
four separate constructs, however, researchers have attempted to determine the specific
effects of each type of justice perceptions on various organizational outcomes.
To summarize, organizational justice is most accurately defined as a broad
construct comprised of four distinct components: distributive justice, procedural justice,
interpersonal justice, and informational justice. While these four components of justice
are indeed related, they each predict unique organizational outcomes. The present
research will focus on the effects of distributive and procedural justice.
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Pay Satisfaction
Having introduced the concept of organizational justice, it is necessary to present
relevant research findings concerning pay satisfaction in general and pay raises
specifically before addressing the interaction of the two variables. The present section
will address issues related to pay satisfaction as a single construct as well as its
multidimensional nature. The following section will present literature regarding pay
increases, including employee perceptions of increases and various systems for
establishing increases.
Early research concerning pay satisfaction focused primarily on Equity Theory,
proposing that an individual's satisfaction (or lack thereof) with pay results from a
comparison of his or her perceived inputs and outcomes to the inputs and outcomes of
some comparison other (Adams, 1965). Lawler (1971), however, suggested that Equity
Theory only captures a fraction of the factors leading to pay satisfaction. In his
discrepancy model, Lawler introduces four separate factors that determine pay
satisfaction: personal inputs, job inputs, job attributes, and non-monetary outcomes. First,
personal inputs include things such as educational background, training completed, and
seniority. Second, job inputs include performance and general job effort. Third, job
attributes include things such as job importance, autonomy, etc. Finally, non-monetary
outcomes include career development opportunities, job security, favorable supervisory
practices, etc. Based on these four factors, Lawler proposed that, just as judgments about
the amount of pay that should be received is influenced by perceptions, judgments about
the amount of pay that is received also is influenced by the employee's perceptions.
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Drawing from Lawler's (1971) discrepancy model, Dreher (1981) sought to
determine the direction in which various factors predicted pay satisfaction. To begin, he
found a negative relationship between perceived performance and pay satisfaction,
indicating that individuals who consider themselves good performers tend to desire more
pay. Next, he found that employees who are satisfied with their non-monetary outcomes
(e.g., supervision, advancement opportunity, etc.) are generally more satisfied with their
pay than are employees who are less satisfied with their non-monetary outcomes. Finally,
consistent with Equity Theory, Dreher suggested that individuals who feel underpaid
when compared to individuals who perform similar work are generally dissatisfied with
their pay. Interestingly, this finding applies equally whether the comparison other is an
employee of the same organization or an employee of a different organization.
A recent meta-analysis concerning the antecedents of pay satisfaction found that
pay satisfaction was strongly related to perceptions that pay was based on performance
(Williams, McDaniel, & Nguyen, 2006). In addition, Williams et al. reported that, after
controlling for actual pay level, women tend to be slightly more satisfied with their pay
than do men, and Whites tend to be more satisfied than do non-Whites. However, the
existing research could not determine whether this difference resulted from differences in
position and occupational prestige. Finally, Williams et al. suggested a positive
relationship between pay satisfaction and all of the core job characteristics (i.e., skill
variety, autonomy, task significance, task identity, feedback; Hackman & Oldham, 1975),
with autonomy and task feedback related most strongly to pay satisfaction.
Like organizational justice, the dimensionality of pay satisfaction has been an
important topic of research. While Lawler (1971) recognized that various factors could
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contribute to pay satisfaction, he implied that pay satisfaction itself is a unidimensional
construct. Similarly, early measures of pay satisfaction (i.e., the Minnesota Satisfaction
Questionnaire and the Job Descriptive Index) yield a single pay satisfaction score,
indicating that all the factors contributing to pay satisfaction can be combined into a
single, global score. Subsequent research, however, suggested that pay satisfaction is not
a unidimensional construct, but a combination of four distinct dimensions: pay level
satisfaction, benefit satisfaction, pay raise satisfaction, and pay structure and
administration satisfaction (Heneman & Schwab, 1985). Heneman and Schwab found
that their scale, the Pay Satisfaction Questionnaire, could assess these four dimensions
independently.
In a meta-analysis of the multidimensionality of pay satisfaction, however,
Williams, McDaniel, and Ford (2007) found that the three dimensions directly related to
pay (pay level, pay raises, and pay structure and administration) lacked discriminant
validity. In other words, the authors suggested that these three dimensions may not be as
distinct as was once suspected. In fact, Williams et al. reported that the correlations
between these three were as strong or stronger than correlations between different
measures treating pay satisfaction as a single construct. However, salary has been found
to predict pay level satisfaction, but does not have a strong predictive relationship with
any of the other dimensions. This discrepancy suggests that, even among the dimensions
directly related to pay, there must be some uniqueness. It should be noted that the benefit
satisfaction dimension did, in fact, demonstrate discriminant validity, indicating its
independence from the other dimensions (Williams et al., 2007).
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Although the literature is mixed regarding support for the multidimensionality of
pay satisfaction, research concerning the outcomes of pay satisfaction is more consistent.
Williams et al. (2007) reported that all of the pay satisfaction dimensions are related to
organizational commitment, with pay structure and administration yielding the strongest
correlation. Also, benefit satisfaction is negatively related to turnover intentions,
suggesting an unwillingness to quit among employees who are satisfied with their
benefits program.
In short, pay satisfaction results from a combination of several personal and
organizational factors. The difficulty in predicting pay satisfaction, however, comes from
its potential multidimensional nature. While many studies and measures treat pay
satisfaction as a single, global construct, others present it as a combination of pay level
satisfaction, pay raise satisfaction, benefit satisfaction, and pay structure and
administration satisfaction. In any case, Williams et al. (2007) suggested that pay
satisfaction, either as a single construct or through the various relationships between its
dimensions, is positively related to a number of positive organizational outcomes.
Pay Increases
Behind actual pay level, pay increases are probably the most researched of the
proposed dimensions of overall pay satisfaction (Williams et al., 2007). Understanding
pay raise satisfaction, however, requires an understanding of several factors related to pay
raises. Among these are the common individual and contextual factors that determine the
size of pay raises and employee reactions to pay raises, both of which are discussed in
this section.
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The common assumption about merit systems used to determine pay increases is
that employee performance determines the amount of the pay increase. In other words,
high performers are rewarded with larger pay increases, while average and low
performers are given average or lower (or, in some cases, zero) pay increases,
respectively. In three studies concerning this issue, Fossum and Fitch (1985) challenged
the notion that performance is the only factor dictating the magnitude of a pay raise, even
in a merit system. While their samples of college students, line managers, and
compensation managers all indicated job performance as the strongest criterion for
determining pay increases, each sample also recognized 1) the size of the budget from
which salary increases must be taken, 2) cost of living increases, 3) the size of the job's
labor market, 4) the level of disruption that would result from the employee quitting, and
5) the employee's seniority as significant criteria. However, Fossum and Fitch pointed
out that it is especially hard to generalize these specific findings, as different managers
within even the same organization often use different criteria for determining increases in
their departments.
Understanding the criteria for determining pay increase amounts is a critical
forerunner for predicting how employees will react to the increases. Equally important is
an understanding of how employees perceive the increases they receive. Drawing from
research in psychophysics and using the notion of "just meaningful differences" (p. 135)
in pay, Rambo and Pinto (1989) found that current salary, the perceived equity of said
salary, and expectations about future pay increases all impact employee reactions to pay
raises. In other words, the amount of money deemed to be a noticeable increase in pay
varies as a function of these three things. Worley, Bowen, and Lawler (1992), however,
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suggested that current salary may not be as big of a factor as Rambo and Pinto suspected.
Rather, Worley et al. found that increases of a given percentage are perceived as equally
attractive across all levels of current pay. Further, the researchers found evidence of a
nonlinear relationship between the amount of a pay increase and its attractiveness; while
the relationship is positive, the attractiveness of pay raises increases at a decreasing rate
as the amount of the raises increase.
In a related study, Mitra, Gupta, and Jenkins (1997) isolated the threshold for a
pay increase at approximately 7% of current pay across all pay levels. However, this
finding refers to the amount of pay increase necessary to create a change in employee
attitudes and behaviors. Thus, while it is possible that employees would prefer even a
small increase to no increase at all, management will not likely elicit the desired reaction
(i.e., increased productivity and/or commitment) from employees if the increases are less
than 7% of the employees' current pay. Based on Mitra et al.'s findings, then, it is
possible that administering small pay increases could be ultimately more costly to the
organization than administering pay increases large enough for employees to notice and
appreciate, as there will be very little return on the small pay increases.
To review, most managers feel that employee performance should be the most
important criterion for determining pay raises. However, research suggests that various
other situational and personal factors should be taken into consideration during the
decision making process. Regardless of the reasons for pay increases, employee
perceptions of the increases may vary as a function of such pay-related issues as current
salary and equity. Failure to administer pay increases at a level recognizable by
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employees as a legitimate raise could result in the absence or withdrawal of the very
organizational behaviors that the pay increase was intended to induce.
Pay Increases and Perceptions of Organizational Justice
This section incorporates the research on organizational justice with the literature
on pay increases. To begin, I outline the major findings regarding the relevance of
different types of organizational justice on outcomes related to pay increases, such as
satisfaction. Next, I present research concerning the antecedents of organizational justice
as it relates to pay increases.
In a meta-analysis regarding general pay satisfaction, Williams et al. (2006) found
support for the two-factor theory of organizational justice, suggesting that distributive
and procedural justice are differentially related to organizational outcomes. According to
the two-factor theory, distributive justice is more strongly related to personal outcomes
than is procedural justice, and procedural justice is more strongly related to
organizational outcomes than is distributive justice. Williams et al. reported that
distributive justice is more strongly related to personal outcomes such as pay satisfaction
because distributive justice involves the outcomes directly. On the other hand, procedural
justice was not as strongly related to pay satisfaction as was distributive justice, because
procedural justice measures fail to examine outcomes directly. Williams et al. noted,
however, that within the procedural justice domain, measures that were pay-focused
demonstrated much stronger relationships between justice and pay satisfaction than did
general, nonspecific measures.
Lemons and Jones (2001) cited similar support for the two-factor theory,
suggesting that perceptions of procedural justice in promotional settings are significantly
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related to organizational commitment. Based on these findings, the researchers suggested
that employees who are involved in the pay increase decision-making process would be
more committed to the organization as a result. For example, to the extent that pay raises
are determined using performance appraisal, it would be beneficial for an organization to
allow employees to evaluate one another as part of the appraisal process.
Other research, however, suggests that the distinctions made by the two-factor
theory may not be as clear as once thought. For example, Williams et al. (2007) reported
that, while pay raise satisfaction is positively related to pay raise amount, the relationship
is only moderate. This indicates that there must be something beyond the ultimate
outcome distribution that drives employee satisfaction. Further, the researchers found that
the source of performance ratings can moderate the relationship between pay raise
satisfaction and job performance, which exposes the role of procedures used. Similarly,
although Folger and Konovsky (1989) reported that distributive justice accounts for more
variance in pay raise satisfaction than does procedural justice (and that, incidentally,
procedural justice accounts for nearly all of the unique variance in organizational
commitment and trust in supervisor), they noted that procedural justice does, in fact,
account for some of the variance in pay raise satisfaction. Thus, although the relative
contribution of procedural justice to pay raise satisfaction is less than that of distributive
justice, it would be a mistake to eliminate procedural justice from consideration all
together. In short, research suggests that the combination of distributive and procedural
justice can better predict pay raise satisfaction than can either construct alone (Lemons &
Jones, 2001).
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Ambrose and Cropanzano (2003) found further support for the importance of the
combination of distributive and procedural justice. In their longitudinal study of tenure
and promotion decisions (which both tend to involve pay increases) for college faculty
members, the researchers introduced the effects of time on the relative roles of each type
of justice. The results indicated that procedural justice is most important before a decision
is made and immediately after, but the impact does not tend to increase as more
information is gained. Alternatively, distributive justice gains importance as employees
gain more information. These findings do not suggest that procedural justice becomes
less important with time, but that the importance plateaus shortly after a decision is made.
Similarly, distributive justice can be quite important directly after a decision is made, but
the importance tends to increase with time. Taken together, Ambrose and Cropanzano's
(2003) findings support the notion that neither conceptualization of justice should be
viewed as the sole determinant of pay raise satisfaction (or other organizational
outcomes, for that matter).
Having established that both distributive and procedural justice contribute to
satisfaction with pay increases, it is important to review factors that lead to justice
perceptions. As a general rule, it could be argued that the antecedents of justice
perceptions in a pay raise setting are the same as those in any organizational setting.
However, a few studies have examined the antecedents of distributive and procedural
justice in a pay raise setting specifically. For example, Dulebohn and Martocchio (1998)
found evidence of a positive relationship between justice perceptions and general pay
satisfaction, organizational tenure, and the extent to which the pay increase decision was
based on employee performance. In other words, the more satisfied an employee is with
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his or her current pay, the longer said employee has been with the organization, and the
more weight performance carried in the decision making process, the more likely the
employee is to perceive the situation as just.
Despite these overall findings, Dulebohn and Martocchio (1998) reported that
employees vary regarding the criteria used to determine whether a situation is fair.
Namely, the researchers used a cluster analysis to identify three distinct groups of
employees based on the factors considered important to determining whether justice
exists. In the first group performance, need, and effort were the most important factors,
while performance, job responsibility, and pay raise amount were the most important
factors for the second group. The third group valued pay raise amount, but showed
negative relationships between justice perceptions and job performance and effort. In
other words, individuals who fall in the third group think raises should be based on the
position alone and should not be impacted by individual factors. As such, Dulebohn and
Martocchio suggested that organizational justice perceptions in pay raise settings may
vary from employee to employee.
In a related study, Beehr, Nair, Gudanowski, and Such (2004) found support for
the theory that pay raise decisions based on performance are perceived as just while
decisions based on nonperformance factors are considered unfair. Unlike previous
research, however, Beehr et al. examined justice perceptions as they relate to the self
versus other employees and men versus women. While the researchers reported that
employees use the same criteria for determining justice for other employees as they do
for themselves, they noted that employees feel relatively less injustice when their own
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pay raises are based on nonperformance factors than when the pay raises of other
employees are based on nonperformance factors.
Jones, Scarpello, and Bergmann (1999) introduced the difference between
instrumental and value-expressive models of procedural justice. Simply, instrumental
models relate justice perceptions to procedures applied to determine the distribution of
outcomes, while value-expressive models associate justice perceptions with social
interactions and interpersonal treatment during the decision-making process. Further, the
researchers suggested that instrumental models involve the amount of control employees
have over the distribution of outcomes. Regarding pay raise decisions, Jones et al.
reported that the instrumental models of procedural justice that focus on the degree of
control the employee has provide the most useful standards for determining justice
perceptions. Further, they reported that factors concerning interpersonal treatment and
ignoring process control are more related to other issues involved in pay procedures (i.e.,
performance appraisal, appeals, etc.) than to pay raise procedures. However, the research
suggested that across all pay procedures both process control and interpersonal treatment
are important to subsequent justice perceptions.
To summarize, although some research suggested that distributive justice is the
best predictor of pay raise satisfaction (and that, conversely, procedural justice is the best
predictor of organizational outcomes; Lemons & Jones, 2001; Williams et al., 2006),
other research discouraged the elimination of procedural justice from the equation
regarding pay increases (Folger & Konovsky, 1989; Williams et al., 2007). One potential
explanation is that distributive and procedural justice perceptions are differentially
important at different points during and after the decision making process (Ambrose &
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Cropanzano, 2003). While research almost unanimously suggested that pay increases
based on performance are considered by employees to be most fair, several studies
identified differences injustice perceptions across employees (Beehr et al., 2004;
Dulebohn & Martocchio, 1998). Finally, different models of procedural justice stress the
relative importance of process control and interpersonal treatment, but research has
shown that process control is related more strongly to justice perceptions regarding pay
increases than is interpersonal treatment (Jones et al., 1999).
In sum, research suggests that the four conceptualizations of organizational justice
are distinct in theory as well as in practice and should be studied separately (Colquitt,
2001; Colquitt et al., 2001). Further, regarding pay increase satisfaction, research
recommends including perceptions of both distributive and procedural justice as they
have differential effects at different times (Ambrose & Cropanzano, 2003). General pay
satisfaction, of which pay increase satisfaction is one of the most commonly studied
components, is positively related to perceptions that pay is based on performance.
Similarly, perceptions of procedural and distributive justice are positively related to
perceptions that pay increases are based on performance (Dulebohn & Martocchio,
1998). However, for this finding to be useful, pay increases must be large enough for the
employee to appreciate (Mitra et al., 1997). Finally, women tend to be slightly more
satisfied with general pay than do men, and the relationship between justice perceptions
and perceptions of performance-based pay increases is stronger for women than for men
(Beehr et al., 2004).
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FMLA
The Family and Medical Leave Act (FMLA), effective since August 1993,
provides that employees of eligible organizations must be given time off from work
without penalty for qualifying circumstances. An organization is covered by the FMLA if
it employed 50 or more employees for 20 or more weeks during the previous year. An
employee is covered if he or she has worked for a covered employer for a total of twelve
months, including at least 1,250 hours in the preceding year (Jasper, 2003).
Circumstances for which an employee may take FMLA leave include the birth of and
care for a child, the adoption or foster-care placement of a child, the need to care for a
spouse, child, or parent with a serious health condition, and the employee's own serious
health condition (American Bar Association, 2006). Under the FMLA, a serious health
condition includes anything involving inpatient care, continuing treatment for more than
three consecutive days, pregnancy or prenatal care, or a chronic health condition causing
the employee to be incapacitated (Busse, 2004).
An eligible employee can elect to use up to twelve weeks of FMLA leave time
during a calendar year. Depending on the circumstances, this leave can be taken all at
once or intermittently throughout the year. Although in many situations the employee
uses paid vacation, personal- or sick-leave time during the FMLA leave period,
employers are not required by law to pay employees for time off on FMLA leave
specifically (American Bar Association, 2006). Further, some legal requirements
concerning time allowed and compensation for FMLA leave vary by state, but the
different state laws regarding FMLA leave are beyond the scope of the present paper. As
a general rule, where the terms of a state law are inconsistent with the terms of the
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FMLA, the employee should receive whichever benefit is greater of the two (Busse,
2004).
The FMLA provides that, upon returning from leave, an employee is entitled to
his or her original job or an equivalent job with the same pay, benefits, and conditions of
employment. Also, employers are prevented by law from withholding from the employee
any employment benefit that was earned before the leave. In other words, employers
cannot indirectly punish an employee for taking FMLA leave upon his or her return.
While the FMLA does provide alternative terms and requirements for "key" employees,
or those who are paid within the highest 10% in the organization (Jasper, 2003), the
present research is interested in the majority of people in the workforce and, thus, will
focus solely on the lower 90% of employees.
Because the FMLA was not the first legislation regarding time off from work for
family and medical reasons, researchers have been interested in the isolated impacts of
the law. Waldfogel (1999) reported that, even though many employees covered by the
FMLA were previously covered by preexisting legislation, leave coverage and usage did,
in fact, increase after the passage of the FMLA. Further, while this increased utilization
was particularly evident in women who work for medium sized companies and have
children under the age of one, Waldfogel reported that neither the employment status nor
the wages of women were negatively affected by their usage of FMLA leave time.
Interestingly, Mello (2006) reported that 40% of all FMLA leave time to date was taken
by men.
Although these findings imply that the FMLA is beneficial to eligible employees,
other research points out negative effects of the legislation. The first and most obvious of
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these impacts is simply the cost of FMLA policies to employers. Bates (2005) noted that
the total FMLA-related costs to United States employers in 2004 totaled more than $21
billion. Broken down, this figure represents more than $10 billion in costs related to
replacing absent workers, nearly $6 billion for health care for employees on leave, and
nearly $5 billion in lost productivity costs. Such costs in more recent years have led
employers and researchers alike to seriously examine some of the problems with the
FMLA that have surfaced since its passage.
Mello (2006) outlined the major issues that have arisen regarding FMLA usage.
First, although many employees clearly qualify for FMLA leave, still others are not able
to take advantage of the legislation. For example, employees of small organizations, new
employees within larger organizations, and employees who cannot afford to be without
income during unpaid FMLA leave time are generally unable to use FMLA coverage.
Second, Mello reported that even employees who are eligible for and can afford to take
FMLA leave often decline to do so out of fear of returning to an organizational culture
that looks down on them. In other words, many employees perceive their organizations as
unsupportive of their attention to family issues and fear negative consequences for
utilizing FMLA leave. One possible negative consequence, that co-workers could resent
the employee's absence, ties directly into Mello's third issue. Namely, Mello reported
that employees who already struggle with attendance issues can misuse FMLA coverage
in order to elude consequences for their unrelated absenteeism.
Of particular interest for the present research is the issue of FMLA leave and
eligibility for subsequent pay increases. Connell and Congiu (2007) addressed bonus
plans and their relationships with FMLA leave. Namely, their research attempted to
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answer whether or not an employee's bonus should reflect the time that he or she was out
of work on FMLA leave. Upon reviewing the legislation they noted that, while an
employer cannot create negative employment factors for an employee because of his or
her use of FMLA leave time, employees are not necessarily entitled to accumulate
seniority or other benefits while on leave. While the FMLA does, indeed, address the
issue of pay increases directly, there is no definitive answer to the question. Rather, the
law notes that bonus plans based on attendance, safety, or other issues actually reflecting
the absence of an occurrence should not penalize employees for taking FMLA leave.
Alternatively, bonus plans based on monthly production or some other active
performance should not require employees absent on FMLA leave for part of the target
period to receive the same bonus as employees who did not take a leave of absence.
Connell and Congiu (2007) cited three legal cases relevant to this issue. In
Dierlam v. Wesley Jessen Corp. 2002, the employee who took twelve weeks of FMLA
leave time was deprived of a "stay bonus" offered to employees who stayed in the
organization during its acquisition by a larger company. The court ultimately ruled that
the employee be paid the withheld bonus, as the stay bonus was analogous to other bonus
plans rewarding the absence of an occurrence. Similarly, in Cornelius v. CMM of
Kentucky 2006, the employer distributed bonuses to store managers reaching a year-end
revenue goal, provided the manager supervised the store for the entire calendar year. The
plaintiff, who took FMLA leave during the last half of December but had already met the
revenue goal, was eventually awarded the withheld bonus based on the fact that she was
technically still the store manager while on leave. In Sommer v. The Vanguard Group
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2006, however, the court ruled that an employee's bonus could not be withheld based on
FMLA leave, but could be prorated to reflect the amount of lost production.
Present Study
While the case law concerning FMLA leave and subsequent pay increases creates
a more thorough picture of the factors that must be taken into consideration when making
pay increase decisions, the present research is targeted at the perceived fairness of these
decisions. Namely, this research examined perceptions of organizational justice resulting
from pay increase allocations following FMLA leave. Research suggested that
perceptions of organizational justice are strongest when pay increase decisions are based
on performance (Beehr et al., 2004; Dulebohn & Martocchio, 1998). However, no
research to date has incorporated FMLA leave time into the equation. In other words,
employees on FMLA leave necessarily are not performing at work. The present research
attempted to answer the following questions:
1) Are pay increase decisions that reflect time taken for FMLA leave perceived
differently than those that do not?
2) Does the length of FMLA leave impact the perceived fairness of subsequent pay
increase decisions?
3) Does the employee's performance impact the perceived fairness of pay increase
decisions following FMLA leave?
4) Does the employee's tenure impact the perceived fairness of pay increase
decisions following FMLA leave?
Because the literature regarding justice perceptions and pay increase decisions almost
unanimously suggested that pay increases based on performance are the most fair (Beehr
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et al., 2004; Dulebohn & Martocchio, 1998), I proposed that this relationship would
prevail even in situations where FMLA leave is taken. Because an employee must be
present to perform on most jobs, it follows that that the pay increase decisions reflecting
the employee's absence will be perceived to be the most fair.
Hypothesis 1: Pay increase decisions that are prorated to reflect the employee's FMLA
leave time will be perceived as more fair (as measured by perceptions of both distributive
and procedural justice) than pay increase decisions wherein the employee receives the
full amount and decisions wherein the pay increase is withheld all together.
Further, because eligible employees are not required to take the full 12 weeks of
FMLA leave, the amount of work missed by an employee should moderate the
relationship between justice perceptions and prorated pay increases.
Hypothesis 2: The relationship between distributive and procedural justice perceptions
and prorated pay increases will be stronger when the described employee was absent for
twelve weeks than when the described employee was absent for four weeks.
Similarly, because pay increases based on performance are perceived to be the
most fair (Beehr et al., 2004; Dulebohn & Martocchio, 1998), I proposed that decisions to
distribute full pay increases to employees even after FMLA leave would be perceived to
be more fair when the employee's performance is above average before the leave.
Hypothesis 3: Decisions to award a full pay increase to above average performers
following FMLA leave will be perceived more fairly (as measured by perceptions of both
distributive and procedural justice) than decisions to award a full pay increase to average
or below average performers following FMLA leave.
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Finally, Adler and Kwon (2002) suggested that employee's can develop social
capital, or goodwill derived from extended social relations, over time in an organization.
As a result, the employee could hold more influence and higher levels of trust in the
organization. For this reason, I proposed that decisions to award full pay increases to
employees even after FMLA leave would be perceived to be more fair for employees
with longer organizational tenures.
Hypothesis 4: Decisions to award a full pay increase following FMLA leave to
employees who have worked for the same organization for a long term will be perceived
more fairly (as measured by perceptions of both distributive and procedural justice) than
decisions to award a full pay increase following FMLA leave to employees who have
worked for the same organization for a short term.

Method
Participants
Participants for the present study were volunteers from the Evansville, IN
community, and graduate students and faculty members from Western Kentucky
University. Surveys were completed by 143 participants, who ranged in age from 20 to
68 years old, with an average age of just under 40 (M = 37.7, SD = 13.32). Although
94.3% of participants were Caucasian, African-Americans (33%), Asian-Americans
(1.6%), and Hispanic-Americans (0.8%o) also completed the survey. In all, 70.2% of
participants were female and 29.8%) were male.
Almost all of the participants were currently employed (99.2%>), but details of
their employment varied. For example, a similar number of participants had been
employed for less than one year (20.4%), one to five years (21.2%), six to fifteen years
(18.8%), sixteen to twenty-five years (21.9%), and more than twenty-five years (17.8%).
Job titles for participants were mostly teacher/professor (62.9%), graduate assistant
(20.2%>), or administrative/clerical (10.4%). Of the remaining 6.5%, no participants had
the same job title. Although job titles varied, 76.6% of participants reported working at
least 30 hours per week. Finally, 88.7% of participants had received a pay increase
previously, but only 12.1% had taken FMLA leave.
Materials and Measures
A 2 (tenure: 18 months vs. 7 years) x 2 (time off on FMLA leave: 4 weeks vs. 12
weeks) x 3 (performance: below average vs. average vs. above average) x 3 (pay
increase: zero vs. prorated vs. full) factorial design was used to test the hypotheses. In all,
36 separate vignettes were created specifically for this study. Each participant read a
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series of six of the vignettes. Stratified random assignment was used to determine which
six vignettes were read by a given participant. As such, each participant was exposed to
all levels of each of the independent variables. Each vignette presented an employee who
took a given amount FMLA leave time, the employee's tenure and performance level,
and the subsequent pay increase the employee received. To eliminate possible confounds,
the sex of the employees described was not revealed. After reading each vignette,
participants were asked to predict the sex of the employee described in the vignette, with
the option of reporting that they did not know. Across all participants and all vignettes,
82.9% reported that they did not know the sex of the employee, while 10.4% thought the
employee was probably male and 6.7%o thought the employee was probably female.
Instead of using names that may have indicated the gender, employees were
referred to only by their last names. The last names used in the vignettes were 36 of the
most popular in the United States (as identified through a Google search) without any
obvious ethnic connotation. All surnames with ethnic connotations were eliminated to
avoid potential confounds. An example vignette is provided below:
Employee Brown has worked for the same company for seven years. Brown used four
weeks of approved FMLA leave during the previous year for personal health reasons.
Before taking the leave and after returning to work, Brown's performance was average
compared to coworkers. When it was time for Brown's performance review,

management

decided to award Brown a pay increase that was prorated to reflect the time missed while
on FMLA leave.
Perceptions of organizational justice were assessed using the items developed by
Colquitt (2001) slightly adapted to address pay increases. The measure used included
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nine items, five of which address procedural justice (a = 0.83) and four of which address
distributive justice (a = 0.95). Each item was presented as a statement and participants
were asked to rate their agreement on a 5-point scale (1 = strongly disagree, 2 = disagree,
3 = neutral, 4 = agree, 5 = strongly agree). An example of an item measuring procedural
justice is "The procedures used to arrive at the pay increase decision were based on
accurate information." An example of an item measuring distributive justice is "The pay
increase decision reflects the effort the employee put into the work." Participants
completed the organizational justice measure for each of the six vignettes they read.
Finally, to ensure that all participants had a minimum level of knowledge about
the FMLA necessary to complete the questionnaire, a brief description of the legislation
was presented before the vignettes. In order to ensure that all participants understood the
key principles of the FMLA before completing the survey, a manipulation check
assessing basic knowledge of the law was included. Any respondent who failed this
manipulation check was excluded from analyses. In all, 19 participants were excluded
from analyses due to failing this manipulation check, making the final pass rate 86.7%.
Similarly, to ensure that participants recognized the target variables in each vignette, a
four-item manipulation check asking for this information followed each vignette. If a
participant failed any item in this manipulation check, his or her data was excluded from
the analyses for that vignette only. Three participants had their data excluded due to this
manipulation check. See the Appendix for a full copy of the questionnaire that was
administered.
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Procedure
A pilot study was conducted using eight Western Kentucky University graduate
students in order to determine a) how long the questionnaire took to complete, b) if there
were any aspects of the questionnaire that were unclear, and c) if there were any mistakes
on the questionnaire. After making a few minor changes to the questionnaire, the rest of
the data were collected.
A total of 159 surveys were distributed and 143 were returned, making the return
rate 89.9%. I began by thanking the participants for contributing to the study and
informed them that their responses will help to further understanding of the relationship
between perceptions of organizational justice, pay increases, and FMLA leave. Next, I
assured anonymity of responses and informed participants that they were welcome to stop
the questionnaire whenever they wished. Finally, I collected responses and combined the
data for analysis.
It should be noted that four hypotheses were tested for both distributive and
procedural justice, and that multiple analyses were required to test the hypotheses. As
such, it is possible that probability pyramiding may have been a factor in some of the
statistically significant results. To address this issue, the alpha level was set at 0.01 for all
analyses, making it highly unlikely that any of the results reported were due to
probability pyramiding.

Results
The design of the present study was a 2 (tenure: 18 months vs. 7 years) x 2 (time
off on FMLA leave: 4 weeks vs. 12 weeks) x 3 (performance: below average vs. average
vs. above average) x 3 (pay increase: zero vs. prorated vs. full) factorial design. The
dependent variables were perceptions of distributive and procedural justice. Analyses
were based on four primary hypotheses. All analyses used an alpha level of 0.01. For
each hypothesis, results are described for distributional justice and procedural justice
separately.
Results for Hypothesis 1
First, it was hypothesized that prorated pay increases would be perceived more
fairly than would full pay increases or no pay increase. A univariate analysis of variance
(ANOVA) was used to test for a main effect of pay increase type. The results of the
ANOVA are listed in Table 1.
Overall, the tested model explained approximately 30% of the variance in
perceptions of distributive justice (Adjusted R2 = 0.31). As expected, there was a
significant main effect of pay increase, F(2, 705) = 6.13,/? < 0.01. A Tukey's post hoc
analysis revealed that the only significant difference was between decisions to award a
full pay increase and decisions to award zero pay increase. Contrary to the hypothesis,
decisions to award a full pay increase (M= 2.96, SE — 0.06) were perceived as more fair
than decisions to award a prorated pay increase (M= 2.80, SE= 0.06) or zero pay
increase (M = 2.65, SE = 0.06). However, this main effect accounted for less than 2%> of
the variance in perceptions of distributive justice. It is likely that the interactions
described below better explain the real effects of pay increase.
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Table 1: Distributive Justice Analysis of Variance for Full Model

Source
Corrected Model

I'ype III
Sum of
Squares

Mean
Square

df

F

Partial Eta
Squared

355.881(a)

35

10.168

10.324

Sig.
.000

5828.272

1

5828.272

5917.798

.000

.894

tenure

.317

1

.317

.322

.570

.000

lengthleave

.068

1

.068

.069

.793

.000

performance

3.087

2

1.543

1.567

.209

.004

payincrease

Intercept

.339

12.082

2

6.041

6.134

.002

.017

tenure * lengthleave

.185

1

.185

.188

.664

.000

tenure * performance

1.263

2

.631

.641

.527

.002

12.199

2

6.099

6.193

.002

.017

1.441

2

.721

.732

.481

.002

6.684

2

3.342

3.393

.034

.010

.059

2

.029

.030

.971

.000

5.074

2

2.537

2.576

.077

.007

283.884

4

70.971

72.061

.000

.290

7.184

4

1.796

1.824

.122

.010

3.625

4

.906

.920

.452

.005

17.562

4

4.390

4.458

.001

.025

.985

lengthleave *
performance
tenure * lengthleave *
performance
tenure * payincrease
lengthleave *
payincrease
tenure * lengthleave *
payincrease
performance *
payincrease
tenure * performance *
payincrease
lengthleave *
performance *
payincrease
tenure * lengthleave *
performance *
payincrease
Error

694.335

705

Total

6876.188

741

Corrected Total

1050.216

740

a R Squared = .339 (Adjusted R Squared = .306)

The analysis of variance revealed three unexpected interactions. First, there was a
significant interaction between performance and length of leave, F(2, 705) = 6.19, p <
0.01. Above average performance led to increased perceptions of distributive justice
regarding employees absent for twelve weeks (M = 3.00, SE = 0.09) compared to
employees absent for four weeks (M= 2.70, SE = 0.09). Likewise, average performance
led to slightly increased perceptions of distributive justice regarding employees absent for
twelve weeks (M = 2.89, SE = 0.09) compared to employees absent for four weeks (M =
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2.82, SE = 0.09). However, below average performance led to decreased perceptions of
distributive justice regarding employees absent for twelve weeks (M= 2.56, SE = 0.09)
compared to employees absent for four weeks (M = 2.87, SE = 0.09). A plot of this
interaction is shown in Figure 1.
Figure 1: Interaction between Length of Leave and Performance for Distributive Justice
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In addition, there was a significant interaction between performance and pay
increase, F(4, 705) = 72.06, p < 0.01. For above average performers, the full pay increase
(M = 4.00, SE = 0.11) was perceived as more fair than the prorated pay increase (M =
2.67, SE — 0.11), which was perceived as more fair than zero pay increase (M = 1.88, SE
= 0.11). For average performers, zero increase (M = 2.58, SE = 0.11) was perceived as
less fair than the prorated (M - 3.03, SE = 0.11) and full (M = 2.95, SE = 0.11) increase,
which were perceived as equally fair. However, for below average performers, zero
increase (71/ = 3.49, SE = 0.11) was perceived as more fair than the prorated increase (M
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= 2.71, SE = 0.11), which was perceived as more fair than the full increase (M = 1.94, SE
= 0.11). A plot of this interaction is given in Figure 2.
Figure 2: Interaction between Pay Increase and Performance for Distributive Justice
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Interestingly, there was also a significant interaction between tenure, length of
leave, performance, and pay increase for perceptions of distributive justice, F(4, 705) =
4.46, p < 0.01. Means and standard errors for this model are available in Table 2. The
plots for the interaction between tenure, length of leave, pay increase, and performance
for distributive justice may be seen in Figure 3.
As evident in the graphs in Figure 3, perceptions of distributive justice always
increase for above average performers as their pay increase changes from zero to prorated
to full. This is especially true for long-term employees. For below average performers,
justice perceptions consistently decrease as pay increase moves from zero to prorated to
full.
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Table 2: Mean Distributive Justice Ratings for Full Model
N u m b e r of Years
the Employee has
Worked

1 1/2

Number of W e e k s
the Employee was
Absent
4

Employee's
Performance
Below Average

Average

Above Average

12

Below Average

Average

Above Average

4

Below Average

Average

Above Average

12

B e l o w Average

Average

Above Average

Type of Pay Increase
the Employee
Received
Zero
Prorated
Full
Zero
Prorated
Full
Zero
Prorated
Full
Zero
Prorated
Full
Zero
Prorated
Full
Zero
Prorated
Full
Zero
Prorated
Full
Zero
Prorated
Full
Zero
Prorated
Full
Zero
Prorated
Full
Zero
Prorated
Full
Zero
Prorated
Full

Mean

Std.
Error

3.80
2.96
1.90
2.30
3.01
2.70
1.46
2.67
4.02
3.14
2.55
1.85
3.07
3.13
2.46
2.15
3.00
3.96
3.43
3.00
2.14
2.91

0.228
0.217
0.217
0.217
0.222
0.222
0.217
0.217
0.217
0.217
0.217
0.217
0.212
0.222
0.222
0.222
0.217
0.217
0.222
0.217
0.222
0.222

2.88

0.222

3.12
2.00
2.16
3.88
3.60
2.35
1.86
2.04
3.10
3.52

0.217
0.222
0.222
0.222
0.217
0.217
0.222
0.217
0.217
0.217

1.93
2.85
4.15

0.217
0.217
0.222

Finally, for average performers, prorated pay increases are perceived to be the fairest if
the employee has short tenure, but full pay increases are perceived to be the fairest if the
employee has long tenure. This difference is particularly noticeable when the employee
was absent for twelve weeks compared to four weeks.
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Figure 3: Interaction between Pay Increase, Performance, Tenure, and Length of Leave
for Distributive Justice
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The results for the first hypothesis were similar when procedural justice was the
dependent variable. The overall model explained about 20% of the variance in
perceptions of procedural justice (Adjusted R2 = 0.19). The results for the ANOVA are
found in Table 3.
As with distributive justice, there was a significant main effect for pay increase,
F(2, 705) = 22.80,/? < 0.01. Again, a Tukey's post hoc analysis revealed that the only
significant difference was between decisions to award a full pay increase and decisions to
award zero pay increase. Decisions to award a full pay increase (M = 3.02, SE = 0.05)
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were perceived to be more procedurally fair than were decisions to award a prorated (M =
2.77, SE = 0.05) or zero pay increase (M = 2.56, SE = 0.05).
Table 3: Procedural Justice Analysis of Variance for Full Model

Source
Corrected Model
Intercept

Type III
Sum of
Squares

Mean
Square

df

F

114.367(a)

35

3.268

5.982

Sig.
.000

Partial Eta
Squared
.230

5684.350

1

5684.350

10406.097

.000

.937

tenure

.625

1

.625

1.145

.285

.002

lengthleave

.008

1

.008

.015

.903

.000

1.627

2

.814

1.490

.226

.004

24.906

2

12.453

22.797

.000

.061

performance
payincrease
tenure * lengthleave
tenure * performance
lengthleave *
performance
tenure * lengthleave *
performance
tenure * payincrease
lengthleave *
payincrease
tenure * lengthleave *
payincrease
performance *
payincrease
tenure * performance *
payincrease
lengthleave *
performance *
payincrease
tenure * lengthleave *
performance *
payincrease
Error
Total
Corrected Total

.032

1

.032

.059

.808

.000

3.064

2

1.532

2.805

.061

.008

5.814

2

2.907

5.322

.005

.015

3.722

2

1.861

3.407

.034

.010

3.379

2

1.689

3.092

.046

.009

3.441

2

1.721

3.150

.043

.009

.649

2

.324

.594

.552

.002

48.100

4

12.025

22.013

.000

.112

3.711

4

.928

1.699

.148

.010

4.848

4

1.212

2.219

.065

.013

10.156

4

2.539

4.648

.001

.026

381.830

699

.546

6172.680

735

496.197

734

a R Squared = .230 (Adjusted R Squared = .192)

While this main effect accounted for 6% of the variance in perceptions of procedural
justice, it is likely that the actual effects of pay increase are more accurately interpreted in
the interactions described below.
The analysis of perceptions of procedural justice revealed the same interactions as
did the analysis of perceptions of distributive justice. First, there was an interaction

between the length of the leave and the employee's performance, F(2, 705) = 5.32 ,p <
0.01. For above average performers, perceptions of procedural justice were greater after
twelve week leaves (M = 2.87, SE = 0.07) than after four week leaves (M = 2.78, SE =
0.07). Similarly, for average performers, justice perceptions were greater after twelve
week leaves (M = 2.89, SE = 0.07) than after four week leaves (M - 2.72, SE = 0.07).
However, for below average performers, justice perceptions were greater after four week
leaves (M = 2.84, SE = 0.07) than after twelve week leaves (M = 2.60, SE = 0.07). A plot
of this interaction appears in Figure 4.
Figure 4: Interaction between Length of Leave and Performance for Procedural Justice
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The analysis also revealed an interaction between performance and pay increase,
F(4, 705) = 22.01, p < 0.01. For above average performers, the full pay increase (M =
3.47, SE = 0.08) was perceived as more fair than the prorated pay increase (M = 2.72, SE
= 0.08), which was perceived as more fair than zero pay increase (M = 2.29, SE = 0.08).
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For average performers, zero increase (M = 2.53, SE = 0.08) was perceived as less fair
than the prorated increase (M- 2.83, SE = 0.08), which was perceived as slightly less fair
than the full increase (M = 3.05, SE = 0.08). However, for below average performers,
zero increase (M = 2.87, SE = 0.08) was perceived as more fair than the prorated increase
( M = 2.75, SE = 0.08), which was perceived as more fair than the full increase (M = 2.53,
SE = 0.08). A plot of this interaction is shown in Figure 5.
Figure 5: Interaction between Pay Increase and Performance for Procedural Justice
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Again, there was a significant interaction between tenure, length of leave, performance,
and pay increase for perceptions of distributive justice, F(4, 705) = 4.65, p < 0.01. Means
and standard errors for this model are available in Table 4. The plots for the interaction
between tenure, length of leave, pay increase, and performance for procedural justice are
in Figure 6.
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Table 4: Mean Procedural Justice Ratings for Full Model
Number of Years
the Employee has
Worked

Number of Weeks
the Employee was
Absent

'/2

Employee's
Performance
Below Average

Average

Above Average

12

Below Average

Average

Above Average

Below Average

Average

Above Average

12

Below Average

Average

Above Average

Type of Pay Increase
the Employee
Received
Zero
Prorated
Full
Zero
Prorated
Full
Zero
Prorated
Full
Zero
Prorated
Full
Zero
Prorated
Full
Zero
Prorated
Full
Zero
Prorated
Full
Zero
Prorated
Full
Zero
Prorated
Full
Zero
Prorated
Full
Zero
Prorated
Full
Zero
Prorated
Full

Mean

Std.
Error

3.36
2.86
2.35
2.41
2.51
2.88
1.99
2.67
3.67
2.31
2.67
2.31
2.71
3.05
2.84
2.44
3.18
3.37
2.80
2.84
2.82
2.77
2.67
3.08
2.38
2.47
3.51
3.02
2.64
2.64
2.25
3.11
3.41
2.34
2.56
3.31

0.174
0.161
0.165
0.161
0.165
0.165
0.161
0.161
0.165
0.161
0.161
0.165
0.161
0.165
0.165
0.165
0.161
0.161
0.165
0.161
0.165
0.165
0.165
0.161
0.165
0.165
0.165
0.161
0.161
0.165
0.161
0.161
0.165
0.161
0.161
0.165

The interaction between tenure, length of leave, performance and pay increase for
procedural justice is complex. For above average performers, full pay increases are
always perceived to be fairest, with zero and prorated pay increases perceived to be
particularly unfair for long-term employees.
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Figure 6: Interaction between Pay Increase, Performance, Tenure, and Length of Leave
for Procedural Justice
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Prorated

Full

Above
2.25-

Average
Zero

Type of Pay Increase the Employee
Recieved

Prorated

Full

l \ p e of Pay Increase the Employee
Recieved

Pay I n c r e a s e By P e r f o r m a n c e at S e v e n Y e a r s
Tenure and Twelve Weeks Leave

P a y I n c r e a s e By P e r f o r m a n c e at S e v e n Y e a r s
T e n u r e and Four W e e k s Leave

Employee's
Performance

Employee's
Performance

Below

Below

Average

Average

Average

Average
Above

Above
Average
Zero

Prorated

Full

Type of Pay Increase the Employee
Recieved

I
Zero

I
Prorated

r

Average

Full

Type of Pay Increase the Employee
Recieved

Justice perceptions decrease as pay increases increase (i.e., move from zero to
prorated to full) for below average performers who have worked for a short term and take
a short leave or who have worked for a long term and take a long leave. However, for
below average performers who have worked for a short term and take a long leave,
prorated pay increases are perceived to be the fairest. For long-term below average
performers who take a short leave, justice perceptions do not change as a result of pay
increase. Finally, for average performers, full increases are perceived to be the fairest for
short-term employees who take a short leave and long-term employees regardless of the
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length of the leave. For short-term average employees who take a long leave, however,
prorated increases are perceived to be the fairest.
Results for Hypothesis 2
The second hypothesis was that the relationship between prorated pay increases
and perceived fairness would be stronger for employees who were absent for twelve
weeks than for employees who were absent for four weeks. A moderated multiple
regression analysis was used to test this hypothesis. For distributive justice, the addition
of the interaction term did not result in a significant change, AR2 = 0.00, ,F(1, 734) = 0.01,
p = 0.92. Likewise, for procedural justice, the addition of the interaction term failed to
reach significance, AR2 = 0.01, F ( l , 728) = 4.60,p = 0.03.
Results for Hypotheses 3 and 4
The remaining hypotheses focused only on employees who received a full pay
increase. The third hypothesis stated that full pay increases would be perceived more
fairly for above average performers than for average or below average performers.
Similarly, the fourth hypothesis stated that full pay increases would be perceived more
fairly for employees who had worked for the organization for seven years than for
employees who had worked for the company for one and one half years. Both hypotheses
were tested using a single univariate analysis of variance.
For distributive justice, the model accounted for almost 50% of the variance in
justice perceptions (Adjusted R2 = 0.45). The results of the ANOVA for distributive
justice are listed in Table 5.
The third hypothesis was supported by the significant main effect of performance,
F(2, 240) = 97.42, p < 0.01. Full pay increase decisions were considered more fair for
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above average performers (M= 4.00, SE = 0.11) than for average performers (M= 2.95,
SE = 0.11) or below average performers (M= 1.94, SE = 0.11). Post hoc analyses
revealed significant differences between all three levels of performance. However, the
fourth hypothesis was not supported by a significant main effect of tenure, F(1, 240) =
5.33,p < 0.01.
Table 5: Distributive Justice Analysis of Variance for Tenure and Performance for
Employees Who Received a Full Pay Increase

Source
Corrected Model
Intercept
tenure
performance
tenure *
performance
Error
Total
Corrected Total

Type III
Sum of
Squares

Mean
Square

df

F

Partial Eta
Squared

186.741(a)

5

37.348

41.610

Sig.
.000

2159.952

1

2159.952

2406.407

.000

.909

.464

5.332

1

5.332

5.941

.016

.024

174.880

2

87.440

97.417

.000

.448

6.219

2

3.110

3.464

.033

.028

.898

215.420

240

2566.938

246

402.161

245

a R Squared = .464 (Adjusted R Squared = .453)

The results of the analysis regarding procedural justice again mimicked those of
distributive justice. For procedural justice, the model accounted for about 25% of the
variance in justice perceptions (.Adjusted R2 = 0.24). The results of the ANOVA for
procedural justice are listed in Table 6.
While the third hypothesis was supported regarding perceptions of procedural
justice, the fourth hypothesis was not. Again, there was a significant main effect for
performance, F(2, 236) = 33.43,p < 0.01. Full pay increase decisions were perceived to
be more procedurally fair for above average performers ( M = 3.46, SE = 0.08) than for
average performers (M = 3.05, SE = 0.08) or below average performers (M = 2.53, SE ~
0.08). Post hoc analyses again revealed significant differences between all three levels of
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performance. However, the effect of tenure was not significant, F ( l , 236) = 5.76, p =
0.02.

Table 6: Procedural Justice Analysis of Variance for Tenure and Performance for
Employees Who Received a Full Pay Increase

Source
Corrected Model
Intercept
tenure
performance
tenure *
performance
Error
Total
Corrected Total

Type III
Sum of
Squares

Mean
Square

df

F

Partial Eta
Squared

41.611(a)

5

8.322

15.804

Sig.
.000

2198.588

1

2198.588

4175.129

.000

.946

3.035

1

3.035

5.763

.017

.024

35.208

2

17.604

33.430

.000

.221

3.325

2

1.663

3.157

.044

.026

124.276

236

.527

2369.160

242

165.887

241

a R Squared = .251 (Adjusted R Squared = .235)

.251

Discussion
The present research attempted to enhance the body of literature concerning pay
increases and subsequent perceptions of organizational justice by incorporating FMLA
leave into the equation. By varying four factors relevant to perceptions of justice
following pay increases, this study investigated many of the different effects of FMLA
leave. Namely, the goal of this investigation was to answer four questions. First, does the
amount of a pay increase that an employee who has taken FMLA leave receives impact
perceptions of organizational justice? Second, does the actual length of the FMLA leave
influence justice perceptions? Third, does the employee's performance before taking the
leave and after returning to work play a role? And fourth, does the employee's tenure
with the organization impact justice perceptions?
It was hypothesized that pay increases that were prorated to reflect the time that
an employee was absent on FMLA leave would be perceived to be the most fair. Contrary
to this hypothesis, results indicated that full pay increases led to the greatest perceptions
of both distributive and procedural justice across the board. Overall, participants felt that
it was unfair to penalize an employee at all for taking FMLA leave. However, the effect
of the level of pay increase alone accounted for a very small percentage of the variance in
perceptions of both distributive and procedural justice, indicating that other factors (or
combinations of factors) were more influential.
It was also hypothesized that the length of the employee's absence would
moderate the strength of the relationship between perceptions of organizational justice
and level of pay increase. Results did not yield support for this hypothesis, largely
because the proposed relationship between pay increases and justice perceptions was
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much weaker than expected. In other words, the level of pay increase the employee
received by itself failed to influence perceptions of distributive or procedural justice
regardless of whether the employee was absent for four weeks or the full twelve weeks.
Again, the weak effects of these variables suggested that other variables must be
influencing justice perceptions.
The final two hypotheses isolated full pay increases and examined the effects of
the employee's tenure and performance. More specifically, it was hypothesized that,
among employee's who received a full pay increase (i.e., an increase failing to reflect the
work missed while on FMLA leave), longer tenure and better performance would lead to
greater perceptions of organizational justice. The results revealed that the effects of the
employee's tenure failed to reach significance. There are at least three possible
explanations for this result. First, it is possible that the social capital described by Adler
and Kwon (2002) is not time dependent. In other words, perhaps extended tenure with an
organization does not necessarily lead to increased social capital and feelings of
goodwill. However, it is also possible that the variation in tenure that was used for this
design simply was not a sufficiently strong manipulation to elicit different reactions.
Considering that nearly 40% of the participants reported working for more than sixteen
years, and that almost 20% reported working for more than twenty-five years, it is very
possible that, in practice, seven years tenure was perceived to be short tenure, just as
eighteen months was perceived. Finally, because participants, on average, felt that full
pay increases were the fairest across the board, it is possible that there was not enough
variation injustice perceptions to be attributable to tenure. In other words, if participants
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felt full pay increases were fair regardless of the circumstances, the employee's tenure
with the organization would be moot.
Although the proposed effect of tenure was not observed, the hypothesized effect
of the employee's performance was significant. When examining only those situations
where the employee received a full pay increase, the main effect of performance
accounted for 45% of the variance in perceptions of distributive justice and 22% of the
variance in perceptions of procedural justice. In both cases, full pay increase decisions
were considered most fair for above average performers and least fair for below average
performers, with justice perceptions for average performers falling almost exactly in the
middle. The fact that it is considered fair for high performers to receive a full pay
increase and unfair for low performers to receive a full pay increase is consistent with
Equity Theory (Adams, 1965), even though each group is comprised of employees who
were absent for at least part of the year.
The observed effects of employee performance on justice perceptions is consistent
with the finding that pay increases based on performance are perceived to be the most fair
(Beehr et al., 2004; Dulebohn & Martocchio, 1998) and suggests that it applies even after
an employee takes FMLA leave. However, it is important to recognize that employee
performance did not operate in isolation. The results revealed three unexpected
interactions, each of which involved performance.
First, for both distributive and procedural justice there was an interaction between
performance and the length of the employee's absence. In both cases, pay increase
decisions were considered more fair after four-week leave than after twelve-week leave
for below average performers, and more fair after twelve-week leave than after four-week
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leave for above average performers. Distributive justice perceptions for average
performers were largely unaffected by tenure, while procedural justice perceptions for
average performers were greater after twelve-week leave than after four-week leave. In
other words, regardless of the level of pay increase, it was considered fair for a short
leave to influence the decision for below average employees but unfair for a short leave
to influence the decision for above average employees (or average employees, if focusing
on procedural justice). On the other hand, although it was considered fair for a long leave
to influence the decision for above average employees, it was considered less fair for a
long leave to influence the decision for below average employees.
Although interesting, these interactions accounted for less than 2% of the variance
in perceptions of both distributive and procedural justice. A much stronger interaction
was observed between performance and level of pay increase. For both distributive and
procedural justice, there was a positive relationship between level of pay increase (i.e.,
zero, prorated, and full) and justice perceptions for above average performers and a
negative relationship between level of pay increase and justice perceptions for below
average performers. Distributive justice perceptions were almost even across levels of
pay increase for average performers, but procedural justice perceptions increased as level
of pay increase increased for average performers. Again, it is clear that justice
perceptions are greatest when pay increase decisions are congruent with the employee's
performance before and after FMLA leave. Impressively, this interaction accounted for
29% of the variance in distributive justice perceptions and 11% of the variance in
procedural justice perceptions.
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Finally, there was a significant interaction between tenure, performance, length of
leave, and pay increase decision. This interaction accounted for only about 2.5% of the
variance in perceptions of both distributive and procedural justice, but its implications are
important. Regarding distributive justice, the pattern for above average performers and
below average performers was almost the same as in the interaction described previously.
In short, justice perceptions increased as pay increases increased for above average
performers, and decreased as pay increases increased for below average performers.
Because performance proved to have such a strong effect, these patterns prevailed across
all levels of tenure and length of leave.
For average performers, however, the employee's tenure and length of absence
came into play. Namely, prorated pay increases led to the greatest perceptions of
distributive justice for average performers who had worked for the organization for
eighteen months, but full pay increases were considered most fair for average performers
who had worked for the organization for seven years. Additionally, this difference was
greater when the employee was absent for twelve weeks than when the employee was
absent for four weeks. In total, this interaction indicates the perception that above average
performers should receive full pay increases regardless of the other factors, below
average performers should receive prorated or zero pay increases regardless of the other
factors, and the pay increases that average performers should receive depend on their
tenure and the length of their absence. In other words, in situations where an employee's
performance is clearly good or bad, pay increase decisions are perceived to be fair when
they are based on performance. When performance is less extreme, however, the fairness
of pay increase decisions revolves around the employee's tenure and length of absence.
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The four-way interaction had slightly more complex effects on perceptions of
procedural justice. There was a positive relationship between procedural justice
perceptions and level of pay increase for above average performers, and decisions to
award zero or a prorated pay increase are considered particularly unfair for above average
performers who had worked for the organization for seven years. For average performers,
full pay increase decisions are perceived to be the most procedurally fair in all
circumstances except when the employee has worked for the organization for only
eighteen months and is absent for the full twelve weeks, in which case a prorated pay
increase is considered the most fair. The results for above average and average
performers make intuitive sense, especially considering that full pay increases are
perceived to be the most fair across the board. In short, participants felt that pay increase
decisions should reflect FMLA leave only if the employee's performance was average,
the employee was relatively new to the organization, and the employee was absent for the
full twelve weeks.
Concerning employees with below average performance, this interaction revealed
contradictory criteria for determining fairness of pay increase decisions. Justice
perceptions decrease as pay increases increase for below average performers who have
worked for a short term and take a short leave or who have worked for a long term and
take a long leave. However, for below average performers who have worked for a short
term and take a long leave, prorated pay increases are perceived to be the fairest. This is
counterintuitive considering that a decision not to award a pay increase is considered the
most fair for short-term employees who take a four week leave of absence. For long-term
below average performers who take a short leave, justice perceptions do not change as a
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result of pay increase. These complicated and seemingly contradictory results regarding
perceptions of procedural justice and below average employees likely require further
research to explain.
Before discussing the limitations of this study, however, it is necessary to evaluate
the dependent variables that were analyzed. Theoretically, distributive and procedural
justice are two distinct constructs (Colquitt, 2001), each influenced by different factors
and measurable using different scales. Although the present research did, indeed, measure
distributive and procedural justice independently, the two constructs did not operate
independently. This was evident not only by the reliability of all the justice items
combined (a = .92) and the relatively strong correlation between distributive and
procedural justice ratings (r = .72), but also by the fact that the majority of the results
focusing on distributive justice were paralleled by the results focusing on procedural
justice.
However, it is critical to note that the hypothetical situations provided for
participants included very little information about the procedures used to determine pay
increases. Rather, participants were forced to infer the fairness of the procedures based on
the largely peripheral information with which they were provided. As such, it is very
likely that participants reached a conclusion about the fairness of the distributed pay
increase and generalized that perceived fairness to the items measuring procedural
justice. In short, the fact that measures of distributive and procedural justice produced
analogous results for this study should not be taken as evidence of the unidimensionality
of organizational justice.
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There are several limitations of this study. Because each participant responded to
six vignettes, the data were not independent and one of the assumptions of analyses of
variance was violated. Although many of the results were derived using analyses of
variance, however, it is unlikely that the fact that the data are not independent
substantially changed the results. From a more qualitative perspective, the fact that each
participant responded to six vignettes could be troublesome. Even though the outcome of
a pilot study suggested that six was a reasonable number of vignettes to which
participants could be expected to respond, there are some potential problems. First,
fatigue could have set in by the last couple of vignettes, and participants could have
responded to them without the same care and attention that was used when responding to
the first vignettes. Second, and perhaps more importantly, participants may have begun
guessing hypotheses after the first couple of vignettes and modeled their responses
accordingly. It is not possible to determine whether these problems occurred until the
same study is conducted with each participant responding to a single vignette.
Another limitation of the study involves the demographic characteristics of the
participants. First, the distribution of occupations was lopsided, with approximately 60%
of participants holding the job title of teacher or professor, 20% holding the title of
graduate assistant, and 10% working in clerical positions in academic settings. One
possible issue surrounding the occupational makeup of the participants is that they have
unique schedules. Although it would be unfair to state that these employees only work
nine months out of the year, it is reasonable to claim that the workload and job functions
of teachers, professors, and others working in academic settings are different during the
summer months than during the rest of the year. It is possible, then, that perceptions of
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FMLA leave are different among these employees than among employees who perform
the same job functions year-round. If this distinction is legitimate, it is feasible that the
results of this study may be specific to individuals in academic settings.
Similarly, the gender makeup of the participants was approximately 70% female.
Even though reported usage of FMLA leave is nearly evenly split (Mello, 2006), gender
differences may have influenced the results. Beehr et al. (2004) found that women are, on
average, more satisfied with their pay than are men. While findings such as this do not
directly explain the results of the present study, it is possible that other gender differences
may influence the way pay increase decisions are perceived. To examine this possibility,
gender was added to the ANOVA models for both distributive and procedural justice.
The gender effect failed to reach significance for distributive and procedural justice.
Thus, gender had no effect in the present study.
Finally, it is important to point out that this study was based on purely
hypothetical and quite brief descriptions of pay increase decisions. As a result,
participants were required to rate the fairness of pay increase decisions for other people
as opposed to themselves. This distinction is important as studies have reported
differences in the way people perceive justice as it relates to themselves versus how it
relates to other people. For example, Beehr et al. (2004) found that people generally use
the same criteria for determining justice for other employees as they do for themselves,
but that employees feel relatively less injustice when their own pay raises are based on
nonperformance factors than when the pay raises of other employees are based on
nonperformance factors. In other words, it is feasible that performance may not have had
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such a strong effect if participants were somehow rating themselves instead of
hypothetical others.
The implications of this study can best be explained in terms of the question that
it was meant to answer. Namely, should the fact that an employee has taken FMLA leave
during part of the year effect the pay increase that he or she subsequently receives?
However, the answer to this question is complicated and requires analysis of several
factors. Specifically, this research addressed whether justice perceptions regarding pay
increases for employees who have taken FMLA leave are influenced by the employee's
tenure, the employee's performance, the length of the employee's leave, and/or the
amount of the actual pay increase. Although performance accounted for the largest
amount of variance injustice perceptions, the interactions revealed in this research
indicate that, indeed, all of these factors influence justice perceptions.
The question of whether FMLA leave should be incorporated into pay increases,
then, is not clearly answered by this research. For example, the results imply that it would
be considered fair to ignore an employee's leave of absence if he or she was an above
average performer, had worked for the company for a long time, and was only absent for
a short period of time. On the other hand, it would be considered unfair to ignore a leave
of absence for employees who were below average performers, were relatively new to the
company, and were absent for the maximum amount of time allowed by the FMLA. For
employees whose standings on these factors are mixed, the implications become even
more complicated.
The dilemma for industrial/organizational psychologists and human resources
professionals is that, in order to avoid discriminatory issues, pay increase decisions
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should be reached using the same methods for every employee. For example, it would not
be wise to incorporate FMLA leave into pay increase decisions for below average
performers without incorporating FMLA leave into pay increase decisions for above
average performers. Even if this could be accomplished without creating legal and ethical
problems, the subjectivity required to determine whether pay increases should reflect
FMLA leave for average performers would cause far too much inconsistency in the pay
increase system.
The problem is that pay increase plans that universally do or do not reflect work
missed while on FMLA leave would be perceived as fair for some employees and unfair
for other employees. Industrial/organizational psychologists and human resources
professionals should be aware these factors are at work within organizations. While the
present research unfortunately exposes as many obstacles as solutions, it does echo
previous findings suggesting that performance should be the determining factor for pay
increase decisions (i.e., Dulebohn & Martocchio, 1998). It is recommended that,
regardless of what factors are considered when determining pay increases, performance
should be given the most weight.
In summary, as usage of FMLA leave continues to increase across the nation, it is
necessary to evaluate its effects on organizational functioning. This study established that
perceptions of both distributive and procedural justice following pay increases are
influenced by the interactions between the length of the FMLA leave, the subsequent pay
increase, and the employee's performance and tenure. Future research should examine
other impacts that the FMLA could have—or is already having—on organizations.
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Appendix
Thank you in advance for your participation. Please read the following information
very carefully before beginning the survey.
This survey focuses on the relationship between pay increases and the Family and
Medical Leave Act (FMLA). This research is being conducted through Western
Kentucky University and has been approved by the Human Subjects Review Board. All
responses will be completely anonymous. Responses will be combined to determine
overall trends; no individual data will be retained. To ensure anonymity, you will not be
asked to sign a document indicating your informed consent; your willing completion of
the survey implies your informed consent.
To ensure that everyone who completes the survey has the same minimum knowledge
regarding the FMLA, please take a moment to review the information presented below:
• The FMLA allows eligible employees to take up to 12 weeks/year off from work
without penalty for certain circumstances
• A covered employee can take FMLA leave for
o The birth of and care for a child
o The adoption or foster-care placement of a child
o The need to care for a parent, spouse, or child with a serious health
condition
o The employee's own serious health condition
• Upon returning from FMLA leave, an employee does NOT have to be placed in
the exact same position, but must be reinstated to either the same or an equal
position
• Employees are NOT required to be paid while on FMLA leave
• Regarding pay increases for employees who have been on FMLA leave:
o If the pay plan is based on incidents that should not occur (e.g., absences,
accidents), employees on FMLA leave are eligible for the full pay increase
or bonus
o If the pay plan is based on production count or other performance
measures (e.g. sales), employees on FMLA leave might NOT be eligible
for the full pay increase or bonus
• An employee is covered by the FMLA if s/he has worked for an employer with
more than 50 employees for 12 months, including at least 1,250 hours in the
previous year
• FMLA leave may be taken consecutively or intermittently within a 12-month
period
Please complete the questions on the next page and fill out the demographic information.
Feel free to refer back to this information at any point while completing the survey.
On the last six pages are short paragraphs describing individuals who used FMLA leave
time and the pay increases that they received. Please read each situation carefully and
answer the questions that follow to the best of your ability. There are not correct answers;
your own, honest opinion is correct.
Thank you for your participation!
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Please circle the correct response for the items below. It is very important that all participants
can answer these questions correctly, so please refer to the cover sheet if you are unsure
about any of the answers.
Which
a.
b.
c.
d.
e.
2. When
a.
b.
c.
d.

of the following is NOT a reason FMLA leave can be taken?
Adoption of a child
The employee's own serious illness
Jury duty
Care for a family member with a serious illness
Birth of a child
an employee returns from FMLA leave,
S/he may be placed in a different but equal position
S/he might receive a demotion as a result of taking FMLA leave
S/he is legally entitled to back pay for the time away from work
S/he must be placed in the exact same position

3. Employees are required to be paid while on FMLA leave if:
a. The leave is taken to care for a newborn child
b. The leave is taken for the adoption of a child
c. The leave is taken for the employee's own illness
d. Employees are NOT required to be paid while taking FMLA leave
4. An employee who has taken FMLA leave is entitled to a full pay increase if
a. The pay increase plan is based on monthly production
b. The pay increase plan is based on quarterly sales
c. The pay increase plan is based on number of absences
d. All of the above are correct
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Please complete the following demographic information.
1- Age:
2. Race/Ethnicity:
a.
b.
c.
d.
e.

Black/African
White/Caucasian
Hispanic
Asian
Other

3. Gender:
a. Male
b. Female
4. Are you currently employed?
a. Yes
b. No
5. If yes, what is your current job title?
6. How long have you been employed 30+ hours/week?
a. Less than 1 year (this applies if your current job is part time)
b. 1-5 years
c. 6-15 years
d. 16-25 years
e. More than 25 years
7. How many hours/ week do you typically work?
a. Less than 1
b. 1-10
c. 11-20
d. 20-30
e. 30-40
f. More than 40
8. Have you ever taken FMLA leave while working at any job?
a. No
b. Yes
9. Have you ever received a pay increase while working at any job?
a. No
b. Yes
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Employee Smith has worked for the same company for one and a half years. Smith used
four weeks of approved FMLA leave during the previous year for personal health
reasons. Before taking the leave and after returning to work, Smith's performance was
below average compared to coworkers. When it was time for Smith's performance
review, management decided not to award Smith a pay increase due to the time missed
while on FMLA leave.
Based on the above situation, please circle the correct answer to the following
questions:
1. How long has this employee worked for
1.5 years
7 years
the same company?
2. How long was this employee on FMLA
4 weeks
12 weeks
8 weeks
leave?
3. How did this employee perform?
Below
Above
Average
Average
Average
4. What pay increase did this employee
Prorated
Full Increase
No increase
receive?
Increase
Based on the above situation, please respond to the
following nine items using the scale to the right:

1 = strongly disagree
2 = disagree
3 = neutral
4 = agree
5 = strongly agree
5. The pay increase decision reflected what the employee contri Duted to the
organization.
6. The pay increase decision is justified, given the employee's performance.
7. The procedures used to arrive at the pay increase decision were based on
accurate information.
8. The employee had influence over the procedures used to arrive at the pay
increase decision.
9. The pay increase decision reflects the effort the employee put into the work.
10. The pay increase decision was appropriate for the work the employee
completed.
11. The procedures used to arrive at the pay increase decision upheld ethical and
moral standards.
12. The procedures used to arrive at the pay increase decision were applied
consistently.
13. The procedures used to arrive at the pay increase decision were free of bias.
14. The employee described above was (circle one):
a. Probably female
b. Probably male
c. Do not know
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Employee Williams has worked for the same company for one and a half years.
Williams used twelve weeks of approved FMLA leave during the previous year for
personal health reasons. Before taking the leave and after returning to work, Williams's
performance was below average compared to coworkers. When it was time for
Williams's performance review, management decided not to award Williams a pay
increase due to the time missed while on FMLA leave.
Based on the above situation, please circle the correct answer to the following
questions:
1. How long has this employee worked for
1.5 years
7 years
the same company?
2. How long was this employee on FMLA
4 weeks
12 weeks
8 weeks
leave?
3. How did this employee perform?
Below
Above
Average
Average
Average
4. What pay increase did this employee
Prorated
Full Increase
No increase
receive?
Increase
Based on the above situation, please respond to the
following nine items using the scale to the right:

1 = strongly disagree
2 = disagree
3 = neutral
4 = agree
5 = strongly agree
5. The pay increase decision reflected what the employee contri Duted to the
organization.
6. The pay increase decision is justified, given the employee's performance.
7. The procedures used to arrive at the pay increase decision were based on
accurate information.
8. The employee had influence over the procedures used to arrive at the pay
increase decision.
9. The pay increase decision reflects the effort the employee put into the work.
10. The pay increase decision was appropriate for the work the employee
completed.
11. The procedures used to arrive at the pay increase decision upheld ethical and
moral standards.
12. The procedures used to arrive at the pay increase decision were applied
consistently.
13. The procedures used to arrive at the pay increase decision were free of bias.
14. The employee described above was (circle one):
a. Probably female
b. Probably male
c. Do not know
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Employee Brown has worked for the same company for one and a half years. Brown
used four weeks of approved FMLA leave during the previous year for personal health
reasons. Before taking the leave and after returning to work, Brown's performance was
average compared to coworkers. When it was time for Brown's performance review,
management decided not to award Brown a pay increase due to the time missed while
on FMLA leave.
Based on the above situation, please circle the correct answer to the following
questions:
1. How long has this employee worked for
1.5 years
7 years
the same company?
2. How long was this employee on FMLA
4 weeks
8 weeks
12 weeks
leave?
3. How did this employee perform?
Below
Above
Average
Average
Average
4. What pay increase did this employee
Prorated
No increase
Full Increase
receive?
Increase
Based on the above situation, please respond to the
following nine items using the scale to the right:

1 = strongly disagree
2 = disagree
3 = neutral
4 = agree
5 = strongly agree
5. The pay increase decision reflected what the employee contri Tuted to the
organization.
6. The pay increase decision is justified, given the employee's performance.
7. The procedures used to arrive at the pay increase decision were based on
accurate information.
8. The employee had influence over the procedures used to arrive at the pay
increase decision.
9. The pay increase decision reflects the effort the employee put into the work.
10. The pay increase decision was appropriate for the work the employee
completed.
11. The procedures used to arrive at the pay increase decision upheld ethical and
moral standards.
12. The procedures used to arrive at the pay increase decision were applied
consistently.
13. The procedures used to arrive at the pay increase decision were free of bias.
14. The employee described above was (circle one):
a. Probably female
b. Probably male
c. Do not know
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Employee Miller has worked for the same company for one and a half years. Miller
used twelve weeks of approved FMLA leave during the previous year for personal
health reasons. Before taking the leave and after returning to work, Miller's performance
was average compared to coworkers. When it was time for Miller's performance review,
management decided not to award Miller a pay increase due to the time missed while
on FMLA leave.
Based on the above situation, please circle the correct answer to the following
questions:
1. How long has this employee worked for
1.5 years
7 years
the same company?
2. How long was this employee on FMLA
4 weeks
12 weeks
8 weeks
leave?
3. How did this employee perform?
Below
Above
Average
Average
Average
4. What pay increase did this employee
Prorated
Full Increase
No increase
receive?
Increase
Based on the above situation, please respond to the
following nine items using the scale to the right:

1 = strongly disagree
2 = disagree
3 = neutral
4 = agree
5 = strongly agree
5. The pay increase decision reflected what the employee contri Duted to the
organization.
6. The pay increase decision is justified, given the employee s performance.
7. The procedures used to arrive at the pay increase decision were based on
accurate information.
8. The employee had influence over the procedures used to arrive at the pay
increase decision.
9. The pay increase decision reflects the effort the employee put into the work.
10. The pay increase decision was appropriate for the work the employee
completed.
11. The procedures used to arrive at the pay increase decision upheld ethical and
moral standards.
12. The procedures used to arrive at the pay increase decision were applied
consistently.
13. The procedures used to arrive at the pay increase decision were free of bias.
14. The employee described above was (circle one):
a. Probably female
b. Probably male
c. Do not know
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Employee Davis has worked for the same company for one and a half years. Davis used
four weeks of approved FMLA leave during the previous year for personal health
reasons. Before taking the leave and after returning to work, Davis's performance was
above average compared to coworkers. When it was time for Davis's performance
review, management decided not to award Davis a pay increase due to the time missed
while on FMLA leave.
Based on the above situation, please circle the correct answer to the following
questions:
1. How long has this employee worked for
1.5 years
7 years
the same company?
2. How long was this employee on FMLA
4 weeks
8 weeks
12 weeks
leave?
3. How did this employee perform?
Below
Above
Average
Average
Average
4. What pay increase did this employee
Prorated
Full Increase
No increase
receive?
Increase
Based on the above situation, please respond to the
following nine items using the scale to the right:

1 = strongly disagree
2 = disagree
3 = neutral
4 = agree
5 = strongly agree
5. The pay increase decision reflected what the employee contributed to the
organization.
6. The pay increase decision is justified, given the employee's performance.
7. The procedures used to arrive at the pay increase decision were based on
accurate information.
8. The employee had influence over the procedures used to arrive at the pay
increase decision.
9. The pay increase decision reflects the effort the employee put into the work.
10. The pay increase decision was appropriate for the work the employee
completed.
11. The procedures used to arrive at the pay increase decision upheld ethical and
moral standards.
12. The procedures used to arrive at the pay increase decision were applied
consistently.
13. The procedures used to arrive at the pay increase decision were free of bias.
14. The employee described above was (circle one):
a. Probably female
b. Probably male
c. Do not know
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Employee Anderson has worked for the same company for one and a half years.
Anderson used twelve weeks of approved FMLA leave during the previous year for
personal health reasons. Before taking the leave and after returning to work, Anderson's
performance was above average compared to coworkers. When it was time for
Anderson's performance review, management decided not to award Anderson a pay
increase due to the time missed while on FMLA leave.
Based on the above situation, please circle the correct answer to the following
questions:
1. How long has this employee worked for
1.5 years
7 years
the same company?
2. How long was this employee on FMLA
4 weeks
8 weeks
12 weeks
leave?
Below
Above
3. How did this employee perform?
Average
Average
Average
Prorated
4. What pay increase did this employee
Full Increase
No increase
Increase
receive?
1 = strongly disagree
2 = disagree
3 = neutral
4 = agree
5 = strongly agree
5. The pay increase decision reflected what the employee contri ?uted to the
organization.
6. The pay increase decision is justified, given the employee's performance.
Based on the above situation, please respond to the
following nine items using the scale to the right:

7. The procedures used to arrive at the pay increase decision were based on
accurate information.
8. The employee had influence over the procedures used to arrive at the pay
increase decision.
9. The pay increase decision reflects the effort the employee put into the work.
10. The pay increase decision was appropriate for the work the employee
completed.
11. The procedures used to arrive at the pay increase decision upheld ethical and
moral standards.
12. The procedures used to arrive at the pay increase decision were applied
consistently.
13. The procedures used to arrive at the pay increase decision were free of bias.
14. The employee described above was (circle one):
a. Probably female
b. Probably male
c. Do not know

68
Employee Taylor has worked for the same company for one and a half years. Taylor
used four weeks of approved FMLA leave during the previous year for personal health
reasons. Before taking the leave and after returning to work, Taylor's performance was
below average compared to coworkers. When it was time for Taylor's performance
review, management decided to award Taylor a pay increase that was prorated to
reflect the time missed while on FMLA leave.
Based on the above situation, please circle the correct answer to the following
questions:
1. How long has this employee worked for
1.5 years
7 years
the same company?
2. How long was this employee on FMLA
4 weeks
8 weeks
12 weeks
leave?
3. How did this employee perform?
Below
Above
Average
Average
Average
4. What pay increase did this employee
Prorated
No increase
Full Increase
receive?
Increase
Based on the above situation, please respond to the
following nine items using the scale to the right:

1 = strongly disagree
2 = disagree
3 = neutral
4 = agree
5 = strongly agree
5. The pay increase decision reflected what the employee contri :>uted to the
organization.
6. The pay increase decision is justified, given the employee's performance.
7. The procedures used to arrive at the pay increase decision were based on
accurate information.
8. The employee had influence over the procedures used to arrive at the pay
increase decision.
9. The pay increase decision reflects the effort the employee put into the work.
10. The pay increase decision was appropriate for the work the employee
completed.
11. The procedures used to arrive at the pay increase decision upheld ethical and
moral standards.
12. The procedures used to arrive at the pay increase decision were applied
consistently.
13. The procedures used to arrive at the pay increase decision were free of bias.
14. The employee described above was (circle one):
a. Probably female
b. Probably male
c. Do not know
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Employee Moore has worked for the same company for one and a half years. Moore
used twelve weeks of approved FMLA leave during the previous year for personal
health reasons. Before taking the leave and after returning to work, Moore's
performance was below average compared to coworkers. When it was time for Moore's
performance review, management decided to award Moore a pay increase that was
prorated to reflect the time missed while on FMLA leave.
Based on the above situation, please circle the correct answer to the following
questions:
1. How long has this employee worked for
1.5 years
7 years
the same company?
2. How long was this employee on FMLA
12 weeks
4 weeks
8 weeks
leave?
Above
Below
3. How did this employee perform?
Average
Average
Average
4. What pay increase did this employee
Prorated
Full Increase
No increase
Increase
receive?
1 = strongly disagree
2 = disagree
3 = neutral
4 = agree
5 = strongly agree
}uted
to the
5. The pay increase decision reflected what the employee contri
organization.
6. The pay increase decision is justified, given the employee s performance.
Based on the above situation, please respond to the
following nine items using the scale to the right:

7. The procedures used to arrive at the pay increase decision were based on
accurate information.
8. The employee had influence over the procedures used to arrive at the pay
increase decision.
9. The pay increase decision reflects the effort the employee put into the work.
10. The pay increase decision was appropriate for the work the employee
completed.
11. The procedures used to arrive at the pay increase decision upheld ethical and
moral standards.
12. The procedures used to arrive at the pay increase decision were applied
consistently.
13. The procedures used to arrive at the pay increase decision were free of bias.
14. The employee described above was (circle one):
a. Probably female
b. Probably male
c. Do not know
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Employee Martin has worked for the same company for one and a half years. Martin
used four weeks of approved FMLA leave during the previous year for personal health
reasons. Before taking the leave and after returning to work, Martin's performance was
average compared to coworkers. When it was time for Martin's performance review,
management decided to award Martin a pay increase that was prorated to reflect the
time missed while on FMLA leave.
Based on the above situation, please circle the correct answer to the following
questions:
1. How long has this employee worked for
1.5 years
7 years
the same company?
2. How long was this employee on FMLA
4 weeks
12 weeks
8 weeks
leave?
3. How did this employee perform?
Below
Above
Average
Average
Average
4. What pay increase did this employee
Prorated
No increase
Full Increase
receive?
Increase
Based on the above situation, please respond to the
following nine items using the scale to the right:

1 = strongly disagree
2 = disagree
3 = neutral
4 = agree
5 = strongly agree
5. The pay increase decision reflected what the employee contri :>uted to the
organization.
6. The pay increase decision is justified, given the employee's performance.
7. The procedures used to arrive at the pay increase decision were based on
accurate information.
8. The employee had influence over the procedures used to arrive at the pay
increase decision.
9. The pay increase decision reflects the effort the employee put into the work.
10. The pay increase decision was appropriate for the work the employee
completed.
11. The procedures used to arrive at the pay increase decision upheld ethical and
moral standards.
12. The procedures used to arrive at the pay increase decision were applied
consistently.
13. The procedures used to arrive at the pay increase decision were free of bias.
14. The employee described above was (circle one):
a. Probably female
b. Probably male
c. Do not know
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Employee Thompson has worked for the same company for one and a half years.
Thompson used twelve weeks of approved FMLA leave during the previous year for
personal health reasons. Before taking the leave and after returning to work, Thompson's
performance was average compared to coworkers. When it was time for Thompson's
performance review, management decided to award Thompson a pay increase that was
prorated to reflect the time missed while on FMLA leave.
Based on the above situation, please circle the correct answer to the following
questions:
1. How long has this employee worked for
1.5 years
7 years
the same company?
2. How long was this employee on FMLA
4 weeks
12 weeks
8 weeks
leave?
Below
Above
3. How did this employee perform?
Average
Average
Average
Prorated
4. What pay increase did this employee
Full Increase
No increase
Increase
receive?
1 = strongly disagree
2 = disagree
3 = neutral
4 = agree
5 = strongly agree
5. The pay increase decision reflected what the employee contri luted to the
organization.
6. The pay increase decision is justified, given the employee's performance.

Based on the above situation, please respond to the
following nine items using the scale to the right:

7. The procedures used to arrive at the pay increase decision were based on
accurate information.
8. The employee had influence over the procedures used to arrive at the pay
increase decision.
9. The pay increase decision reflects the effort the employee put into the work.
10. The pay increase decision was appropriate for the work the employee
completed.
11. The procedures used to arrive at the pay increase decision upheld ethical and
moral standards.
12. The procedures used to arrive at the pay increase decision were applied
consistently.
13. The procedures used to arrive at the pay increase decision were free of bias.
14. The employee described above was (circle one):
a. Probably female
b. Probably male
c. Do not know
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Employee White has worked for the same company for one and a half years. White used
four weeks of approved FMLA leave during the previous year for personal health
reasons. Before taking the leave and after returning to work, White's performance was
above average compared to coworkers. When it was time for White's performance
review, management decided to award White a pay increase that was prorated to
reflect the time missed while on FMLA leave.
Based on the above situation, please circle the correct answer to the following
questions:
1. How long has this employee worked for
1.5 years
7 years
the same company?
2. How long was this employee on FMLA
4 weeks
8 weeks
12 weeks
leave?
3. How did this employee perform?
Below
Above
Average
Average
Average
4. What pay increase did this employee
Prorated
No increase
Full Increase
receive?
Increase
Based on the above situation, please respond to the
following nine items using the scale to the right:

1 = strongly disagree
2 = disagree
3 = neutral
4 = agree
5 = strongly agree
5. The pay increase decision reflected what the employee contri 3uted to the
organization.
6. The pay increase decision is justified, given the employee's performance.
7. The procedures used to arrive at the pay increase decision were based on
accurate information.
8. The employee had influence over the procedures used to arrive at the pay
increase decision.
9. The pay increase decision reflects the effort the employee put into the work.
10. The pay increase decision was appropriate for the work the employee
completed.
11. The procedures used to arrive at the pay increase decision upheld ethical and
moral standards.
12. The procedures used to arrive at the pay increase decision were applied
consistently.
13. The procedures used to arrive at the pay increase decision were free of bias.
14. The employee described above was (circle one):
a. Probably female
b. Probably male
c. Do not know
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Employee Harris has worked for the same company for one and a half years. Harris
used twelve weeks of approved FMLA leave during the previous year for personal
health reasons. Before taking the leave and after returning to work, Harris's performance
was above average compared to coworkers. When it was time for Harris's performance
review, management decided to award Harris a pay increase that was prorated to
reflect the time missed while on FMLA leave.
Based on the above situation, please circle the correct answer to the following
questions:
1. How long has this employee worked for
1.5 years
7 years
the same company?
2. How long was this employee on FMLA
4 weeks
8 weeks
12 weeks
leave?
3. How did this employee perform?
Below
Above
Average
Average
Average
4. What pay increase did this employee
Prorated
Full Increase
No increase
receive?
Increase
Based on the above situation, please respond to the
following nine items using the scale to the right:

1 = strongly disagree
2 = disagree
3 = neutral
4 = agree
5 = strongly agree
5. The pay increase decision reflected what the employee contri uited to the
organization.
6. The pay increase decision is justified, given the employee's performance.
7. The procedures used to arrive at the pay increase decision were based on
accurate information.
8. The employee had influence over the procedures used to arrive at the pay
increase decision.
9. The pay increase decision reflects the effort the employee put into the work.
10. The pay increase decision was appropriate for the work the employee
completed.
11. The procedures used to arrive at the pay increase decision upheld ethical and
moral standards.
12. The procedures used to arrive at the pay increase decision were applied
consistently.
13. The procedures used to arrive at the pay increase decision were free of bias.
14. The employee described above was (circle one):
a. Probably female
b. Probably male
c. Do not know
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Employee Clark has worked for the same company for one and a half years. Clark used
four weeks of approved FMLA leave during the previous year for personal health
reasons. Before taking the leave and after returning to work, Clark's performance was
below average compared to coworkers. When it was time for Clark's performance
review, management decided to award Clark a full pay increase in spite of the time
missed while on FMLA leave.
Based on the above situation, please circle the correct answer to the following
questions:
1. How long has this employee worked for
1.5 years
7 years
the same company?
2. How long was this employee on FMLA
4 weeks
12 weeks
8 weeks
leave?
Below
Above
3. How did this employee perform?
Average
Average
Average
4. What pay increase did this employee
Prorated
Full Increase
No increase
receive?
Increase
Based on the above situation, please respond to the
following nine items using the scale to the right:

1 = strongly disagree
2 = disagree
3 = neutral
4 = agree
5 = strongly agree
5. The pay increase decision reflected what the employee contri ?uted to the
organization.
6. The pay increase decision is justified, given the employee's performance.
7. The procedures used to arrive at the pay increase decision were based on
accurate information.
8. The employee had influence over the procedures used to arrive at the pay
increase decision.
9. The pay increase decision reflects the effort the employee put into the work.
10. The pay increase decision was appropriate for the work the employee
completed.
11. The procedures used to arrive at the pay increase decision upheld ethical and
moral standards.
12. The procedures used to arrive at the pay increase decision were applied
consistently.
13. The procedures used to arrive at the pay increase decision were free of bias.
14. The employee described above was (circle one):
a. Probably female
b. Probably male
c. Do not know
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Employee Robinson has worked for the same company for one and a half years.
Robinson used twelve weeks of approved FMLA leave during the previous year for
personal health reasons. Before taking the leave and after returning to work, Robinson's
performance was below average compared to coworkers. When it was time for
Robinson's performance review, management decided to award Robinson a full pay
increase in spite of the time missed while on FMLA leave.
Based on the above situation, please circle the correct answer to the following
questions:
1. How long has this employee worked for
1.5 years
7 years
the same company?
2. How long was this employee on FMLA
4 weeks
12 weeks
8 weeks
leave?
3. How did this employee perform?
Below
Above
Average
Average
Average
4. What pay increase did this employee
Prorated
Full Increase
No increase
receive?
Increase
Based on the above situation, please respond to the
following nine items using the scale to the right:

1 = strongly disagree
2 = disagree
3 = neutral
4 = agree
5 = strongly agree
5. The pay increase decision reflected what the employee contri 3uted to the
organization.
6. The pay increase decision is justified, given the employee's performance.
7. The procedures used to arrive at the pay increase decision were based on
accurate information.
8. The employee had influence over the procedures used to arrive at the pay
increase decision.
9. The pay increase decision reflects the effort the employee put into the work.
10. The pay increase decision was appropriate for the work the employee
completed.
11. The procedures used to arrive at the pay increase decision upheld ethical and
moral standards.
12. The procedures used to arrive at the pay increase decision were applied
consistently.
13. The procedures used to arrive at the pay increase decision were free of bias.
14. The employee described above was (circle one):
a. Probably female
b. Probably male
c. Do not know
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Employee Walker has worked for the same company for one and a half years. Walker
used four weeks of approved FMLA leave during the previous year for personal health
reasons. Before taking the leave and after returning to work, Walker's performance was
average compared to coworkers. When it was time for Walker's performance review,
management decided to award Walker a full pay increase in spite of the time missed
while on FMLA leave.
Based on the above situation, please circle the correct answer to the following
questions:
1. How long has this employee worked for
1.5 years
7 years
the same company?
2. How long was this employee on FMLA
4 weeks
12 weeks
8 weeks
leave?
3. How did this employee perform?
Below
Above
Average
Average
Average
4. What pay increase did this employee
Prorated
Full Increase
No increase
receive?
Increase
Based on the above situation, please respond to the
following nine items using the scale to the right:

1 = strongly disagree
2 = disagree
3 = neutral
4 = agree
5 = strongly agree
5. The pay increase decision reflected what the employee contri ?uted to the
organization.
6. The pay increase decision is justified, given the employee's performance.
7. The procedures used to arrive at the pay increase decision were based on
accurate information.
8. The employee had influence over the procedures used to arrive at the pay
increase decision.
9. The pay increase decision reflects the effort the employee put into the work.
10. The pay increase decision was appropriate for the work the employee
completed.
11. The procedures used to arrive at the pay increase decision upheld ethical and
moral standards.
12. The procedures used to arrive at the pay increase decision were applied
consistently.
13. The procedures used to arrive at the pay increase decision were free of bias.
14. The employee described above was (circle one):
a. Probably female
b. Probably male
c. Do not know
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Employee Young has worked for the same company for one and a half years. Young
used twelve weeks of approved FMLA leave during the previous year for personal
health reasons. Before taking the leave and after returning to work, Young's
performance was average compared to coworkers. When it was time for Young's
performance review, management decided to award Young a full pay increase in spite of
the time missed while on FMLA leave.
Based on the above situation, please circle the correct answer to the following
questions:
1. How long has this employee worked for
1.5 years
7 years
the same company?
2. How long was this employee on FMLA
4 weeks
12 weeks
8 weeks
leave?
3. How did this employee perform?
Above
Below
Average
Average
Average
4. What pay increase did this employee
Prorated
No increase
Full Increase
receive?
Increase
Based on the above situation, please respond to the
following nine items using the scale to the right:

1 = strongly disagree
2 = disagree
3 = neutral
4 = agree
5 = strongly agree
5. The pay increase decision reflected what the employee contri Tutcd to the
organization.
6. The pay increase decision is justified, given the employee's performance.

7. The procedures used to arrive at the pay increase decision were based on
accurate information.
8. The employee had influence over the procedures used to arrive at the pay
increase decision.
9. The pay increase decision reflects the effort the employee put into the work.
10. The pay increase decision was appropriate for the work the employee
completed.
11. The procedures used to arrive at the pay increase decision upheld ethical and
moral standards.
12. The procedures used to arrive at the pay increase decision were applied
consistently.
13. The procedures used to arrive at the pay increase decision were free of bias.
14. The employee described above was (circle one):
a. Probably female
b. Probably male
c. Do not know
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Employee Allen has worked for the same company for one and a half years. Allen used
four weeks of approved FMLA leave during the previous year for personal health
reasons. Before taking the leave and after returning to work, Allen's performance was
above average compared to coworkers. When it was time for Allen's performance
review, management decided to award Allen a full pay increase in spite of the time
missed while on FMLA leave.
Based on the above situation, please circle the correct answer to the following
questions:
1. How long has this employee worked for
1.5 years
7 years
the same company?
2. How long was this employee on FMLA
4 weeks
12 weeks
8 weeks
leave?
3. How did this employee perform?
Below
Above
Average
Average
Average
4. What pay increase did this employee
Prorated
Full Increase
No increase
receive?
Increase
Based on the above situation, please respond to the
following nine items using the scale to the right:

1 = strongly disagree
2 = disagree
3 = neutral
4 = agree
5 = strongly agree
5. The pay increase decision reflected what the employee contri Duted to the
organization.
6. The pay increase decision is justified, given the employee's performance.
7. The procedures used to arrive at the pay increase decision were based on
accurate information.
8. The employee had influence over the procedures used to arrive at the pay
increase decision.
9. The pay increase decision reflects the effort the employee put into the work.
10. The pay increase decision was appropriate for the work the employee
completed.
11. The procedures used to arrive at the pay increase decision upheld ethical and
moral standards.
12. The procedures used to arrive at the pay increase decision were applied
consistently.
13. The procedures used to arrive at the pay increase decision were free of bias.
14. The employee described above was (circle one):
a. Probably female
b. Probably male
c. Do not know
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Employee King has worked for the same company for one and a half years. King used
twelve weeks of approved FMLA leave during the previous year for personal health
reasons. Before taking the leave and after returning to work, King's performance was
above average compared to coworkers. When it was time for King's performance
review, management decided to award King a full pay increase in spite of the time
missed while on FMLA leave.
Based on the above situation, please circle the correct answer to the following
questions:
1. How long has this employee worked for
1.5 years
7 years
the same company?
2. How long was this employee on FMLA
4 weeks
12 weeks
8 weeks
leave?
3. How did this employee perform?
Below
Above
Average
Average
Average
4. What pay increase did this employee
Prorated
Full Increase
No increase
receive?
Increase
Based on the above situation, please respond to the
following nine items using the scale to the right:

1 = strongly disagree
2 = disagree
3 = neutral
4 = agree
5 = strongly agree
5. The pay increase decision reflected what the employee contri xited to the
organization.
6. The pay increase decision is justified, given the employee's performance.
7. The procedures used to arrive at the pay increase decision were based on
accurate information.
8. The employee had influence over the procedures used to arrive at the pay
increase decision.
9. The pay increase decision reflects the effort the employee put into the work.
10. The pay increase decision was appropriate for the work the employee
completed.
11. The procedures used to arrive at the pay increase decision upheld ethical and
moral standards.
12. The procedures used to arrive at the pay increase decision were applied
consistently.
13. The procedures used to arrive at the pay increase decision were free of bias.
14. The employee described above was (circle one):
a. Probably female
b. Probably male
c. Do not know
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Employee Scott has worked for the same company for seven years. Scott used four
weeks of approved FMLA leave during the previous year for personal health reasons.
Before taking the leave and after returning to work, Scott's performance was below
average compared to coworkers. When it was time for Scott's performance review,
management decided not to award Scott a pay increase due to the time missed while on
FMLA leave.
Based on the above situation, please circle the correct answer to the following
questions:
1. How long has this employee worked for
1.5 years
7 years
the same company?
2. How long was this employee on FMLA
4 weeks
12 weeks
8 weeks
leave?
3. How did this employee perform?
Below
Above
Average
Average
Average
4. What pay increase did this employee
Prorated
Full Increase
No increase
receive?
Increase
Based on the above situation, please respond to the
following nine items using the scale to the right:

1 = strongly disagree
2 = disagree
3 = neutral
4 = agree
5 = strongly agree
5. The pay increase decision reflected what the employee contri ?uted to the
organization.
6. The pay increase decision is justified, given the employee's performance.
7. The procedures used to arrive at the pay increase decision were based on
accurate information.
8. The employee had influence over the procedures used to arrive at the pay
increase decision.
9. The pay increase decision reflects the effort the employee put into the work.
10. The pay increase decision was appropriate for the work the employee
completed.
11. The procedures used to arrive at the pay increase decision upheld ethical and
moral standards.
12. The procedures used to arrive at the pay increase decision were applied
consistently.
13. The procedures used to arrive at the pay increase decision were free of bias.
14. The employee described above was (circle one):
a. Probably female
b. Probably male
c. Do not know
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Employee Baker has worked for the same company for seven years. Baker used twelve
weeks of approved FMLA leave during the previous year for personal health reasons.
Before taking the leave and after returning to work, Baker's performance was below
average compared to coworkers. When it was time for Baker's performance review,
management decided not to award Baker a pay increase due to the time missed while
on FMLA leave.
Based on the above situation, please circle the correct answer to the following
questions:
1. How long has this employee worked for
1.5 years
7 years
the same company?
2. How long was this employee on FMLA
4 weeks
12 weeks
8 weeks
leave?
3. How did this employee perform?
Below
Above
Average
Average
Average
4. What pay increase did this employee
Prorated
No increase
Full Increase
receive?
Increase
Based on the above situation, please respond to the
following nine items using the scale to the right:

1 = strongly disagree
2 = disagree
3 = neutral
4 = agree
5 = strongly agree
5. The pay increase decision reflected what the employee contri Duted to the
organization.
6. The pay increase decision is justified, given the employee's performance.
7. The procedures used to arrive at the pay increase decision were based on
accurate information.
8. The employee had influence over the procedures used to arrive at the pay
increase decision.
9. The pay increase decision reflects the effort the employee put into the work.
10. The pay increase decision was appropriate for the work the employee
completed.
11. The procedures used to arrive at the pay increase decision upheld ethical and
moral standards.
12. The procedures used to arrive at the pay increase decision were applied
consistently.
13. The procedures used to arrive at the pay increase decision were free of bias.
14. The employee described above was (circle one):
a. Probably female
b. Probably male
c. Do not know

82
Employee Adams has worked for the same company for seven years. Adams used four
weeks of approved FMLA leave during the previous year for personal health reasons.
Before taking the leave and after returning to work, Adams's performance was average
compared to coworkers. When it was time for Adams's performance review,
management decided not to award Adams a pay increase due to the time missed while
on FMLA leave.
Based on the above situation, please circle the correct answer to the following
questions:
1. How long has this employee worked for
1.5 years
7 years
the same company?
2. How long was this employee on FMLA
4 weeks
12 weeks
8 weeks
leave?
Above
3. How did this employee perform?
Below
Average
Average
Average
4. What pay increase did this employee
Prorated
No increase
Full Increase
receive?
Increase
Based on the above situation, please respond to the
following nine items using the scale to the right:

1 = strongly disagree
2 = disagree
3 = neutral
4 = agree
5 = strongly agree
5. The pay increase decision reflected what the employee contri :>uted to the
organization.
6. The pay increase decision is justified, given the employee's performance.
7. The procedures used to arrive at the pay increase decision were based on
accurate information.
8. The employee had influence over the procedures used to arrive at the pay
increase decision.
9. The pay increase decision reflects the effort the employee put into the work.
10. The pay increase decision was appropriate for the work the employee
completed.
11. The procedures used to arrive at the pay increase decision upheld ethical and
moral standards.
12. The procedures used to arrive at the pay increase decision were applied
consistently.
13. The procedures used to arrive at the pay increase decision were free of bias.
14. The employee described above was (circle one):
a. Probably female
b. Probably male
c. Do not know
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Employee Hill has worked for the same company for seven years. Hill used twelve
weeks of approved FMLA leave during the previous year for personal health reasons.
Before taking the leave and after returning to work, Hill's performance was average
compared to coworkers. When it was time for Hill's performance review, management
decided not to award Hill a pay increase due to the time missed while on FMLA leave.
Based on the above situation, please circle the correct answer to the following
questions:
1. How long has this employee worked for
1.5 years
7 years
the same company?
2. How long was this employee on FMLA
4 weeks
8 weeks
12 weeks
leave?
3. How did this employee perform?
Below
Above
Average
Average
Average
4. What pay increase did this employee
Prorated
No increase
Full Increase
receive?
Increase
Based on the above situation, please respond to the
following nine items using the scale to the right:

1 = strongly disagree
2 = disagree
3 = neutral
4 = agree
5 = strongly agree
5. The pay increase decision reflected what the employee contri luted to the
organization.
6. The pay increase decision is justified, given the employee's performance.
7. The procedures used to arrive at the pay increase decision were based on
accurate information.
8. The employee had influence over the procedures used to arrive at the pay
increase decision.
9. The pay increase decision reflects the effort the employee put into the work.
10. The pay increase decision was appropriate for the work the employee
completed.
11. The procedures used to arrive at the pay increase decision upheld ethical and
moral standards.
12. The procedures used to arrive at the pay increase decision were applied
consistently.
13. The procedures used to arrive at the pay increase decision were free of bias.
14. The employee described above was (circle one):
a. Probably female
b. Probably male
c. Do not know
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Employee Campbell has worked for the same company for seven years. Campbell used
four weeks of approved FMLA leave during the previous year for personal health
reasons. Before taking the leave and after returning to work, Campbell's performance
was above average compared to coworkers. When it was time for Campbell's
performance review, management decided not to award Campbell a pay increase due
to the time missed while on FMLA leave.
Based on the above situation, please circle the correct answer to the following
questions:
1. How long has this employee worked for
1.5 years
7 years
the same company?
2. How long was this employee on FMLA
4 weeks
12 weeks
8 weeks
leave?
3. How did this employee perform?
Below
Above
Average
Average
Average
4. What pay increase did this employee
Prorated
No increase
Full Increase
receive?
Increase
Based on the above situation, please respond to the
following nine items using the scale to the right:

1 = strongly disagree
2 = disagree
3 = neutral
4 = agree
5 = strongly agree
5. The pay increase decision reflected what the employee contri :>uted to the
organization.
6. The pay increase decision is justified, given the employee's performance.
7. The procedures used to arrive at the pay increase decision were based on
accurate information.
8. The employee had influence over the procedures used to arrive at the pay
increase decision.
9. The pay increase decision reflects the effort the employee put into the work.
10. The pay increase decision was appropriate for the work the employee
completed.
11. The procedures used to arrive at the pay increase decision upheld ethical and
moral standards.
12. The procedures used to arrive at the pay increase decision were applied
consistently.
13. The procedures used to arrive at the pay increase decision were free of bias.
14. The employee described above was (circle one):
a. Probably female
b. Probably male
c. Do not know

85
Employee Roberts has worked for the same company for seven years. Roberts used
twelve weeks of approved FMLA leave during the previous year for personal health
reasons. Before taking the leave and after returning to work, Roberts's performance was
above average compared to coworkers. When it was time for Roberts's performance
review, management decided not to award Roberts a pay increase due to the time
missed while on FMLA leave.
Based on the above situation, please circle the correct answer to the following
questions:
1. How long has this employee worked for
1.5 years
7 years
the same company?
2. How long was this employee on FMLA
4 weeks
12 weeks
8 weeks
leave?
3. How did this employee perform?
Above
Below
Average
Average
Average
4. What pay increase did this employee
Prorated
Full Increase
No increase
receive?
Increase
Based on the above situation, please respond to the
following nine items using the scale to the right:

1 = strongly disagree
2 = disagree
3 = neutral
4 = agree
5 = strongly agree
5. The pay increase decision reflected what the employee contri Tutcd to the
organization.
6. The pay increase decision is justified, given the employee's performance.
7. The procedures used to arrive at the pay increase decision were based on
accurate information.
8. The employee had influence over the procedures used to arrive at the pay
increase decision.
9. The pay increase decision reflects the effort the employee put into the work.
10. The pay increase decision was appropriate for the work the employee
completed.
11. The procedures used to arrive at the pay increase decision upheld ethical and
moral standards.
12. The procedures used to arrive at the pay increase decision were applied
consistently.
13. The procedures used to arrive at the pay increase decision were free of bias.
14. The employee described above was (circle one):
a. Probably female
b. Probably male
c. Do not know
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Employee Carter has worked for the same company for seven years. Carter used four
weeks of approved FMLA leave during the previous year for personal health reasons.
Before taking the leave and after returning to work, Carter's performance was below
average compared to coworkers. When it was time for Carter's performance review,
management decided to award Carter a pay increase that was prorated to reflect the
time missed while on FMLA leave.
Based on the above situation, please circle the correct answer to the following
questions:
1. How long has this employee worked for
1.5 years
7 years
the same company?
2. How long was this employee on FMLA
4 weeks
12 weeks
8 weeks
leave?
3. How did this employee perform?
Below
Above
Average
Average
Average
4. What pay increase did this employee
Prorated
Full Increase
No increase
receive?
Increase
Based on the above situation, please respond to the
following nine items using the scale to the right:

1 = strongly disagree
2 = disagree
3 = neutral
4 = agree
5 = strongly agree
5. The pay increase decision reflected what the employee contri ?uted to the
organization.
6. The pay increase decision is justified, given the employee's performance.

7. The procedures used to arrive at the pay increase decision were based on
accurate information.
8. The employee had influence over the procedures used to arrive at the pay
increase decision.
9. The pay increase decision reflects the effort the employee put into the work.
10. The pay increase decision was appropriate for the work the employee
completed.
11. The procedures used to arrive at the pay increase decision upheld ethical and
moral standards.
12. The procedures used to arrive at the pay increase decision were applied
consistently.
13. The procedures used to arrive at the pay increase decision were free of bias.
14. The employee described above was (circle one):
a. Probably female
b. Probably male
c. Do not know
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Employee Evans has worked for the same company for seven years. Evans used twelve
weeks of approved FMLA leave during the previous year for personal health reasons.
Before taking the leave and after returning to work, Evans's performance was below
average compared to coworkers. When it was time for Evans's performance review,
management decided to award Evans a pay increase that was prorated to reflect the
time missed while on FMLA leave.
Based on the above situation, please circle the correct answer to the following
questions:
1. How long has this employee worked for
1.5 years
7 years
the same company?
2. How long was this employee on FMLA
4 weeks
12 weeks
8 weeks
leave?
3. How did this employee perform?
Below
Above
Average
Average
Average
4. What pay increase did this employee
Prorated
Full Increase
No increase
receive?
Increase
Based on the above situation, please respond to the
following nine items using the scale to the right:

1 = strongly disagree
2 = disagree
3 = neutral
4 = agree
5 = strongly agree
5. The pay increase decision reflected what the employee contri ?uted to the
organization.
6. The pay increase decision is justified, given the employee's performance.
7. The procedures used to arrive at the pay increase decision were based on
accurate information.
8. The employee had influence over the procedures used to arrive at the pay
increase decision.
9. The pay increase decision reflects the effort the employee put into the work.
10. The pay increase decision was appropriate for the work the employee
completed.
11. The procedures used to arrive at the pay increase decision upheld ethical and
moral standards.
12. The procedures used to arrive at the pay increase decision were applied
consistently.
13. The procedures used to arrive at the pay increase decision were free of bias.
14. The employee described above was (circle one):
a. Probably female
b. Probably male
c. Do not know
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Employee Turner has worked for the same company for seven years. Turner used four
weeks of approved FMLA leave during the previous year for personal health reasons.
Before taking the leave and after returning to work, Turner's performance was average
compared to coworkers. When it was time for Turner's performance review, management
decided to award Turner a pay increase that was prorated to reflect the time missed
while on FMLA leave.
Based on the above situation, please circle the correct answer to the following
questions:
1. How long has this employee worked for
1.5 years
7 years
the same company?
2. How long was this employee on FMLA
4 weeks
12 weeks
8 weeks
leave?
3. How did this employee perform?
Below
Above
Average
Average
Average
4. What pay increase did this employee
Prorated
Full Increase
No increase
receive?
Increase
Based on the above situation, please respond to the
following nine items using the scale to the right:

1 = strongly disagree
2 = disagree
3 = neutral
4 = agree
5 = strongly agree
5. The pay increase decision reflected what the employee contri 3uted to the
organization.
6. The pay increase decision is justified, given the employee's performance.
7. The procedures used to arrive at the pay increase decision were based on
accurate information.
8. The employee had influence over the procedures used to arrive at the pay
increase decision.
9. The pay increase decision reflects the effort the employee put into the work.
10. The pay increase decision was appropriate for the work the employee
completed.
11. The procedures used to arrive at the pay increase decision upheld ethical and
moral standards.
12. The procedures used to arrive at the pay increase decision were applied
consistently.
13. The procedures used to arrive at the pay increase decision were free of bias.
14. The employee described above was (circle one):
a. Probably female
b. Probably male
c. Do not know
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Employee Collins has worked for the same company for seven years. Collins used
twelve weeks of approved FMLA leave during the previous year for personal health
reasons. Before taking the leave and after returning to work, Collins's performance was
average compared to coworkers. When it was time for Collins's performance review,
management decided to award Collins a pay increase that was prorated to reflect the
time missed while on FMLA leave.
Based on the above situation, please circle the correct answer to the following
questions:
1. How long has this employee worked for
1.5 years
7 years
the same company?
2. How long was this employee on FMLA
4 weeks
12 weeks
8 weeks
leave?
3. How did this employee perform?
Below
Above
Average
Average
Average
4. What pay increase did this employee
Prorated
No increase
Full Increase
receive?
Increase
Based on the above situation, please respond to the
following nine items using the scale to the right:

1 = strongly disagree
2 = disagree
3 = neutral
4 = agree
5 = strongly agree
5. The pay increase decision reflected what the employee contri juted to the
organization.
6. The pay increase decision is justified, given the employee's performance.
7. The procedures used to arrive at the pay increase decision were based on
accurate information.
8. The employee had influence over the procedures used to arrive at the pay
increase decision.
9. The pay increase decision reflects the effort the employee put into the work.
10. The pay increase decision was appropriate for the work the employee
completed.
11. The procedures used to arrive at the pay increase decision upheld ethical and
moral standards.
12. The procedures used to arrive at the pay increase decision were applied
consistently.
13. The procedures used to arrive at the pay increase decision were free of bias.
14. The employee described above was (circle one):
a. Probably female
b. Probably male
c. Do not know
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Employee Edwards has worked for the same company for seven years. Edwards used
four weeks of approved FMLA leave during the previous year for personal health
reasons. Before taking the leave and after returning to work, Edwards's performance
was above average compared to coworkers. When it was time for Edwards's
performance review, management decided to award Edwards a pay increase that was
prorated to reflect the time missed while on FMLA leave.
Based on the above situation, please circle the correct answer to the following
questions:
1. How long has this employee worked for
1.5 years
7 years
the same company?
2. How long was this employee on FMLA
4 weeks
12 weeks
8 weeks
leave?
3. How did this employee perform?
Below
Above
Average
Average
Average
4. What pay increase did this employee
Prorated
No increase
Full Increase
receive?
Increase
Based on the above situation, please respond to the
following nine items using the scale to the right:

1 = strongly disagree
2 = disagree
3 = neutral
4 = agree
5 = strongly agree
5. The pay increase decision reflected what the employee contri Duted to the
organization.
6. The pay increase decision is justified, given the employee's performance.
7. The procedures used to arrive at the pay increase decision were based on
accurate information.
8. The employee had influence over the procedures used to arrive at the pay
increase decision.
9. The pay increase decision reflects the effort the employee put into the work.
10. The pay increase decision was appropriate for the work the employee
completed.
11. The procedures used to arrive at the pay increase decision upheld ethical and
moral standards.
12. The procedures used to arrive at the pay increase decision were applied
consistently.
13. The procedures used to arrive at the pay increase decision were free of bias.
14. The employee described above was (circle one):
a. Probably female
b. Probably male
c. Do not know
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Employee Morris has worked for the same company for seven years. Morris used twelve
weeks of approved FMLA leave during the previous year for personal health reasons.
Before taking the leave and after returning to work, Morris's performance was above
average compared to coworkers. When it was time for Morris's performance review,
management decided to award Morris a pay increase that was prorated to reflect the
time missed while on FMLA leave.
Based on the above situation, please circle the correct answer to the following
questions:
1. How long has this employee worked for
1.5 years
7 years
the same company?
2. How long was this employee on FMLA
4 weeks
12 weeks
8 weeks
leave?
Above
3. How did this employee perform?
Below
Average
Average
Average
4. What pay increase did this employee
Prorated
No increase
Full Increase
receive?
Increase
Based on the above situation, please respond to the
following nine items using the scale to the right:

1 = strongly disagree
2 = disagree
3 = neutral
4 = agree
5 = strongly agree
5. The pay increase decision reflected what the employee contri ?uted to the
organization.
6. The pay increase decision is justified, given the employee's performance.
7. The procedures used to arrive at the pay increase decision were based on
accurate information.
8. The employee had influence over the procedures used to arrive at the pay
increase decision.
9. The pay increase decision reflects the effort the employee put into the work.
10. The pay increase decision was appropriate for the work the employee
completed.
11. The procedures used to arrive at the pay increase decision upheld ethical and
moral standards.
12. The procedures used to arrive at the pay increase decision were applied
consistently.
13. The procedures used to arrive at the pay increase decision were free of bias.
14. The employee described above was (circle one):
a. Probably female
b. Probably male
c. Do not know
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Employee Murphy has worked for the same company for seven years. Murphy used four
weeks of approved FMLA leave during the previous year for personal health reasons.
Before taking the leave and after returning to work, Murphy's performance was below
average compared to coworkers. When it was time for Murphy's performance review,
management decided to award Murphy a full pay increase in spite of the time missed
while on FMLA leave.
Based on the above situation, please circle the correct answer to the following
questions:
1. How long has this employee worked for
1.5 years
7 years
the same company?
2. How long was this employee on FMLA
4 weeks
8 weeks
12 weeks
leave?
3. How did this employee perform?
Below
Above
Average
Average
Average
4. What pay increase did this employee
Prorated
No increase
Full Increase
receive?
Increase
Based on the above situation, please respond to the
following nine items using the scale to the right:

1 = strongly disagree
2 = disagree
3 = neutral
4 = agree
5 = strongly agree
5. The pay increase decision reflected what the employee contri ?uted to the
organization.
6. The pay increase decision is justified, given the employee's performance.
7. The procedures used to arrive at the pay increase decision were based on
accurate information.
8. The employee had influence over the procedures used to arrive at the pay
increase decision.
9. The pay increase decision reflects the effort the employee put into the work.
10. The pay increase decision was appropriate for the work the employee
completed.
11. The procedures used to arrive at the pay increase decision upheld ethical and
moral standards.
12. The procedures used to arrive at the pay increase decision were applied
consistently.
13. The procedures used to arrive at the pay increase decision were free of bias.
14. The employee described above was (circle one):
a. Probably female
b. Probably male
c. Do not know
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Employee Rogers has worked for the same company for seven years. Rogers used twelve
weeks of approved FMLA leave during the previous year for personal health reasons.
Before taking the leave and after returning to work, Rogers's performance was below
average compared to coworkers. When it was time for Rogers's performance review,
management decided to award Rogers a full pay increase in spite of the time missed
while on FMLA leave.
Based on the above situation, please circle the correct answer to the following
questions:
1. How long has this employee worked for
1.5 years
7 years
the same company?
2. How long was this employee on FMLA
4 weeks
12 weeks
8 weeks
leave?
3. How did this employee perform?
Below
Above
Average
Average
Average
4. What pay increase did this employee
Prorated
No increase
Full Increase
receive?
Increase
Based on the above situation, please respond to the
following nine items using the scale to the right:

1 = strongly disagree
2 = disagree
3 = neutral
4 = agree
5 = strongly agree
5. The pay increase decision reflected what the employee contri Duted to the
organization.
6. The pay increase decision is justified, given the employee's performance.
7. The procedures used to arrive at the pay increase decision were based on
accurate information.
8. The employee had influence over the procedures used to arrive at the pay
increase decision.
9. The pay increase decision reflects the effort the employee put into the work.
10. The pay increase decision was appropriate for the work the employee
completed.
11. The procedures used to arrive at the pay increase decision upheld ethical and
moral standards.
12. The procedures used to arrive at the pay increase decision were applied
consistently.
13. The procedures used to arrive at the pay increase decision were free of bias.
14. The employee described above was (circle one):
a. Probably female
b. Probably male
c. Do not know
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Employee Morgan has worked for the same company for seven years. Morgan used four
weeks of approved FMLA leave during the previous year for personal health reasons.
Before taking the leave and after returning to work, Morgan's performance was average
compared to coworkers. When it was time for Morgan's performance review,
management decided to award Morgan a full pay increase in spite of the time missed
while on FMLA leave.
Based on the above situation, please circle the correct answer to the following
questions:
1. How long has this employee worked for
1.5 years
7 years
the same company?
2. How long was this employee on FMLA
4 weeks
8 weeks
12 weeks
leave?
3. How did this employee perform?
Below
Above
Average
Average
Average
4. What pay increase did this employee
Prorated
No increase
Full Increase
receive?
Increase
Based on the above situation, please respond to the
following nine items using the scale to the right:

1 = strongly disagree
2 = disagree
3 = neutral
4 = agree
5 = strongly agree
5. The pay increase decision reflected what the employee contri Duted to the
organization.
6. The pay increase decision is justified, given the employee's performance.
7. The procedures used to arrive at the pay increase decision were based on
accurate information.
8. The employee had influence over the procedures used to arrive at the pay
increase decision.
9. The pay increase decision reflects the effort the employee put into the work.
10. The pay increase decision was appropriate for the work the employee
completed.
11. The procedures used to arrive at the pay increase decision upheld ethical and
moral standards.
12. The procedures used to arrive at the pay increase decision were applied
consistently.
13. The procedures used to arrive at the pay increase decision were free of bias.
14. The employee described above was (circle one):
a. Probably female
b. Probably male
c. Do not know
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Employee Cooper has worked for the same company for seven years. Cooper used
twelve weeks of approved FMLA leave during the previous year for personal health
reasons. Before taking the leave and after returning to work, Cooper's performance was
average compared to coworkers. When it was time for Cooper's performance review,
management decided to award Cooper a full pay increase in spite of the time missed
while on FMLA leave.
Based on the above situation, please circle the correct answer to the following
questions:
1. How long has this employee worked for
1.5 years
7 years
the same company?
2. How long was this employee on FMLA
4 weeks
8 weeks
12 weeks
leave?
3. How did this employee perform?
Below
Above
Average
Average
Average
4. What pay increase did this employee
Prorated
No increase
Full Increase
receive?
Increase
Based on the above situation, please respond to the
following nine items using the scale to the right:

1 = strongly disagree
2 = disagree
3 = neutral
4 = agree
5 = strongly agree
5. The pay increase decision reflected what the employee contri ?uted to the
organization.
6. The pay increase decision is justified, given the employee's performance.

7. The procedures used to arrive at the pay increase decision were based on
accurate information.
8. The employee had influence over the procedures used to arrive at the pay
increase decision.
9. The pay increase decision reflects the effort the employee put into the work.
10. The pay increase decision was appropriate for the work the employee
completed.
11. The procedures used to arrive at the pay increase decision upheld ethical and
moral standards.
12. The procedures used to arrive at the pay increase decision were applied
consistently.
13. The procedures used to arrive at the pay increase decision were free of bias.
14. The employee described above was (circle one):
a. Probably female
b. Probably male
c. Do not know
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Employee Reed has worked for the same company for seven years. Reed used four
weeks of approved FMLA leave during the previous year for personal health reasons.
Before taking the leave and after returning to work, Reed's performance was above
average compared to coworkers. When it was time for Reed's performance review,
management decided to award Reed a full pay increase in spite of the time missed while
on FMLA leave.
Based on the above situation, please circle the correct answer to the following
questions:
1. How long has this employee worked for
1.5 years
J
7 years
the same company?
2. How long was this employee on FMLA
4 weeks
12 weeks
8 weeks
leave?
3. How did this employee perform?
Below
Above
Average
Average
Average
4. What pay increase did this employee
Prorated
No increase
Full Increase
receive?
Increase
Based on the above situation, please respond to the
following nine items using the scale to the right:

1 = strongly disagree
2 = disagree
3 = neutral
4 = agree
5 = strongly agree
5. The pay increase decision reflected what the employee contri Tilted to the
organization.
6. The pay increase decision is justified, given the employee's performance.
7. The procedures used to arrive at the pay increase decision were based on
accurate information.
8. The employee had influence over the procedures used to arrive at the pay
increase decision.
9. The pay increase decision reflects the effort the employee put into the work.
10. The pay increase decision was appropriate for the work the employee
completed.
11. The procedures used to arrive at the pay increase decision upheld ethical and
moral standards.
12. The procedures used to arrive at the pay increase decision were applied
consistently.
13. The procedures used to arrive at the pay increase decision were free of bias.
14. The employee described above was (circle one):
a. Probably female
b. Probably male
c. Do not know

97
Employee Bell has worked for the same company for seven years. Bell used twelve
weeks of approved FMLA leave during the previous year for personal health reasons.
Before taking the leave and after returning to work, Bell's performance was above
average compared to coworkers. When it was time for Bell's performance review,
management decided to award Bell a full pay increase in spite of the time missed while
on FMLA leave.
Based on the above situation, please circle the correct answer to the following
questions:
1. How long has this employee worked for
1.5 years
7 years
the same company?
2. How long was this employee on FMLA
4 weeks
12 weeks
8 weeks
leave?
3. How did this employee perform?
Below
Above
Average
Average
Average
4. What pay increase did this employee
Prorated
No increase
Full Increase
receive?
Increase
Based on the above situation, please respond to the
following nine items using the scale to the right:

1 = strongly disagree
2 = disagree
3 = neutral
4 = agree
5 = strongly agree
5. The pay increase decision reflected what the employee contri ?uted to the
organization.
6. The pay increase decision is justified, given the employee's performance.
7. The procedures used to arrive at the pay increase decision were based on
accurate information.
8. The employee had influence over the procedures used to arrive at the pay
increase decision.
9. The pay increase decision reflects the effort the employee put into the work.

10. The pay increase decision was appropriate for the work the employee
completed.
11. The procedures used to arrive at the pay increase decision upheld ethical and
moral standards.
12. The procedures used to arrive at the pay increase decision were applied
consistently.
13. The procedures used to arrive at the pay increase decision were free of bias.
14. The employee described above was (circle one):
a. Probably female
b. Probably male
c. Do not know

